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ABSTRACT
SAUDI EXECUTIVES VALUE PROFILES -  A  THEORETICAL 
AND EMPIRICAL STUDY
This study aims to add to the knowledge of previous research which has 
focused on individual values in developing countries in general and in the Kingdom of 
Saudi Arabia in particular (KSA). Only little serious research on values has been 
conducted in the Saudi business and management environment.
The main objectives of this thesis are: to identify empirically the value profiles 
of Saudi executives in both their personal and managerial lives; to investigate the 
differences between the value profiles of specific groups of Saudi executives such as 
those at the top level and those of the middle levels and also those of listed (joint 
stock) and unlisted (private) business companies; to investigate the relationship 
between the personal and managerial value profiles of Saudi executives and their 
personal and organisational characteristics; and to identify the extent to which it is 
possible to classify the value profiles o f Saudi executives in the private sector. In 
order to reach these objectives, a theoretical framework was developed through which 
Saudi executives’ values could be identified and measured.
The study was based upon Eduard Spranger’s classification of values 
(Theoretical, Economic, Aesthetic, Social, Political and Religious), and Allport 
instrument “The Study of Values” . The instrument was modified in terms of religious 
and cultural perspectives to be applicable to the Saudi environment and a new section 
was developed for measuring the relative strength of the six values in the executives’ 
managerial lives.
Overall, the results of this research show that the different groups of Saudi 
executives display a similar rank order of the six personal values across their personal 
and organisational backgrounds and a similar ranking of managerial values. 
Nevertheless, significant differences were found in both profiles of values within each 
individual group. Surprisingly, analysis of the results showed that managers at the top 
levels place less emphasis on Economic values than those at middles levels. The 
analysis also showed that those who work for listed companies placed more emphasis 
on Economic values than those in private firms. The results also suggest that Saudi 
executives with different personal and organisational characteristics do not share
XIV
similar personal and managerial value profiles. Moreover, although average Saudi 
executives scored highest on the Economic values and lowest on the Aesthetic values 
in both profiles, they displayed different responses to the remaining four values in 
both value profiles. The results suggest that although average Saudi executives showed 
dissimilar personal and managerial value profiles, these profiles did relate, and that 
the general value system of Saudi executives could be deconstructed into three value 
profiles: the personal, managerial, and the personal-managerial interrelated profiles. 
With respect to the classification of value profiles, the results revealed that only four 
managerial value profiles with different ranking orders of the six classes of values are 
considered distinct to Saudi executives: Theoretical, Economic, Social, and Religious. 
Managers can thus be expected to show various types of behaviours when making 
their decisions as well as varying levels of managerial performance and organisational 
efficiency. Saudi business organisation, therefore, should choose those candidates with 
relevant value profiles from the four that have been identified in this study that best fit 
the goals and strategies of the organisation and place them in an appropriate 
environment in order to maximise the benefit from those individual’s skills and 
experience.
The various findings of this research, the theoretical and practical implications, 
and suggestions for future research in this field are presented in the last chapter of this 
thesis.
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CHAPTER ONE 
INTRODUCTION AND OVERVIEW OF THE STUDY
1.1 INTRODUCTION
Due to the increasing complexity in world trade and the increasing 
responsibilities of today’s business organisations, executives and managers have found 
themselves more responsible than ever before for achieving their organisations’ goals, 
and for competing and surviving in their markets by satisfying customers with quality 
goods and services.
This responsibility has motivated researchers and practitioners to conduct 
studies related to factors affecting organisational effectiveness. The central focus of 
these studies has been managerial behaviour in organisations and the factors by which 
this behaviour is influenced. In this context human values have been found to be 
amongst the most important factors that influence such behaviour. Human values are a 
personal or cultural system of beliefs, ranked in terms of individual’s preferences 
which are used as criteria for their behaviour in society.
This value system may be considered to be an integrated unit of a number of 
values, or may consist of a number of distinct value profiles. The value profile 
reflects the importance of a number of values in terms of their relative importance to 
the individual. The expression “personal value profile” and “managerial value 
profile” in this study are taken to mean the rank order of values in the individual 
manager’s personal and managerial lives respectively. It is important to note that this 
study is directed towards identifying value profiles empirically and not the resulting 
behaviour.
Since the early decades of the present century the study of human values has 
attracted the attention of researchers and scholars working in almost all areas of the 
social sciences (Spranger, 1928; Kluckhohn, 1951; Allport et al, 1960; Kluckhon and 
Strodtbeck, 1961; Guth and Tagiuri, 1965; England, 1967; Rokeach, 1973; Furnham, 
1987; Homer and Kahle, 1988).
As Ali and Al-Shakis (1985) pointed out, values have been found to exert 
significant influence on the development and economic structure of society, and a 
change in these values may be required to facilitate and encourage economic growth. 
To promote economic development it is first necessary to identify the values and 
beliefs of society. Such identification of values therefore is important in Ali and 
Al-Shakis’s view because:
a) There are beliefs and values which can negatively impact the overall 
growth of a society;
b) Values not only have an effect on individual behaviour and therefore 
public priorities, but also corporate decision making and strategy;
c) The potential success of governmental modernisation and investment 
programmes and other business opportunities will be enhanced if 
such measures are in accord with essential values.
In addition to the above implications, values are considered as important 
determinants in the ethical behaviour of organisational members (Malek and Alnaeem, 
1998; Fritzsche, 1995, 1991; Akaah and Lund, 1994; Strong and Meyer, 1992; Barry 
and Schmidt, 1992). The results of these studies have suggested that values play an 
important role in enhancing the ethical decision-behaviours in organisations and, 
hence, in achieving economic growth at both organisational and national levels. As a 
result, values are seen as a significant dimension in globalisation (Quah, 1997).
Barry and Schmidt (1992) found that values are an important determinant in 
influencing the perception of organisational goals such as deciding whether profits 
should take priority over new product development or efficiency be weighted more 
heavily than creativity. To make such choices, both personal and managerial values 
must be taken into consideration.
A correlation has also been found between values and effectiveness of 
managerial functions. For example, values have a significant impact on leadership 
effectiveness, and the congruence between the values of those who lead and those who 
follow is an important factor. Communication has been found to be affected by the 
degree of congruence between those values held by managers and those emphasised by 
the organisation on the one hand, and between those held by the organisation’s 
members themselves on the other hand.
There is a quantifiable relationship between values and job satisfaction. For 
instance, people with similar value systems will probably work together more 
harmoniously, and tend to be more satisfied with their jobs (Yavas et al., 1996). 
Consequently, values emphasised within an organisation may influence the 
attractiveness of the work environment to certain individuals (Judge and Britz, 1992).
As a result of the previous studies, jobs have been redesigned in order to 
match individuals’ values in a way that may significantly increase organisational 
effectiveness. The role of a manager has evolved from simply supervising and 
controlling subordinates to participating with them, seeking their consultation and 
opinions in solving problems, helping their subordinates, forming and participating in 
cross-functional teams, helping superiors shape strategy, going into the field to help 
clients, acting as supervisors of people who serve on cross-departmental teams and 
serving on cross-company teams themselves (Kanter, 1989). This study will focus on
managers’ value profiles as an important determinant of managers’ behaviour in 
organisations in order to provide further theoretical underpinning of this process. It is 
important to note, however, that this study will focus on the top and middle level 
managers who are responsible for making decisions and not on the entrepreneurs who 
have influence on the Saudi business environment.
1.2 STATEMENT OF THE RESEARCH PROBLEM
Although only relatively recently embarked on, the study of human values has 
produced substantial literature which deals with its various aspects at different levels. 
Perhaps the most important objective of the majority of the studies conducted has been 
to assess the impact of human values on decision making.
However, such studies are almost exclusively limited to Western societies with 
only limited investigation of managerial values being conducted in developing 
countries. In developing countries in general and in Saudi Arabia in particular, 
research in this field has been limited in scope, and particularly in number, because 
data are lacking. Most of the literature on this subject in Saudi Arabia is concerned 
with limited areas of research (i.e. work and/or organisational values, Islamic ethical 
values, vocational and educational values) with a smaller range of such values. As a 
consequence, the results of such studies were neither conclusive nor comprehensive 
enough to make a serious contribution to the field.
The present thesis will attempt to establish a foundation for further research 
into values in Saudi Arabia by providing thorough and detailed data collected from a 
significant, definable sub-group within Saudi Society. The strategy followed was:
■ To identify and measure empirically the Saudi managers’ value systems in both their 
personal and managerial lives.
To use decision making (the selection process) to identify the general value system of 
the Saudi executive managers.
To launch intensive fieldwork to collect suitable and reliable data to identify and 
analyse the value systems of Saudi executives.
1.3 AIMS OF THE STUDY
In Saudi Arabia, where one finds conservatism and a rapidly growing 
economy, there is a lack of knowledge concerning the study of values and their role in 
managerial decisions. The aims of the study therefore are to provide important new 
insight into the study of values in the business sector of Saudi society: 
a- To review the relevant aspects related to the topic of human values. This review 
will assist in the development of a framework through which values can be 
identified and measured, 
b- To select the appropriate instrument amongst those previously used to study 
values in Western societies in order to apply this, with the necessary 
modifications for use in Saudi Arabia, 
c- To assess whether Saudi managers with different personal and organisational 
characteristics differ in their responses to the personal and managerial values or in 
fact they share similar responses. Also to assess whether specific groups such as 
top and middle level managers and those in listed and unlisted companies will 
differ in their value profiles or whether they share similar profiles, 
d- To examine to what extent it is possible to classify the value profiles of Saudi 
executives along the six classes of Spranger’s values (Theoretical, Economic, 
Aesthetic, Social, Political, and Religious) and the main characteristics of 
managers of each type of these profiles.
The achievement of the above objectives should help overcome the lack of 
managerial knowledge concerning the study of values and its important role within the 
Saudi managerial context. They should also help to solve the shortcomings of the 
previous studies which were limited in scope.
1.4 RESEARCH QUESTIONS
This research is devoted to studying Saudi executives’ values in both their 
personal and managerial lives. The main objective is to identify and measure the 
general value system of the Saudi managers, and then to evaluate the extent to which 
Saudi executives represent the six classes of Spranger’s values as a means of assessing 
the different types of value profiles that are distinct to Saudi executives. These 
objectives as well as the above objectives can be achieved by answering the following 
specific questions:
(1) What are the primary responses of the different groups of Saudi executives to 
the six values in both their personal and managerial lives?
(2) Will Saudi top managers and those at middle levels, both in listed and unlisted 
companies be different in their value profiles?
(3) Is there any relationship between personal and managerial values of Saudi 
executives and organisational and personal characteristics such as: position, age, 
education, experience, activity, and size of firm?
(4) What are the overall personal and managerial value profiles of the Saudi 
executive? And how similar are the two profiles at the typical Saudi executive 
level?
(5) Based directly upon Eduard Spranger’s classification of values (Theoretical, 
Economic, Aesthetic, Social, Political, and Religious), can the value profiles of 
Saudi executives be classified into different types? And what are the main 
characteristics of managers of each profile?
1.5 SIGNIFICANCE OF THE STUDY
The results of the study will help in the following areas:
(1) To fill the gap in the knowledge concerning the study of values in Saudi 
business environment.
(2) To improve effectiveness in fulfilling day-to-day managerial roles as well as in 
the fundamental managerial functions of leadership, directing, controlling, 
communication, and providing appropriate motivational and reward systems.
(3) To improve the selection and hiring policies in organisations by choosing those 
members and managers whose values are in line with the organisation’s existing 
goals and policies.
(4) To identify the value profiles of Saudi managers and employees, to recognise 
the importance of values to the achievement of organisational objectives and to 
train such organisational members how to work effectively with members of 
differing value profiles and to establish acceptable levels of congruence 
between their value profiles and the values of the organisation.
(5) To identify and solve any organisational problems that are caused by the 
conflict in the value profiles of the organisation’s members, and between these 
profiles and the organisation’s goals and policies.
Knowledge acquired in the above contexts can provide a positive basis for 
solving organisational problems, especially those related to individuals’ values and 
also those resulting in the achievement of an organisation’s objectives and growth.
1.6 OVERVIEW OF THE STUDY
This study is organised in nine chapters. After this introductory chapter, eight 
chapters will be presented. Chapter two will cover a general review of human
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behaviour and the main components of such behaviour. This review will include those 
factors which influence an individual’s behaviour and enhance the value-behaviour 
relationship. Since human values are the central focus of this study, chapter three 
focuses exclusively upon early studies and theories conducted by well-known authors 
and scholars in most areas of the social sciences. As this study will be conducted in 
the Saudi context, chapter four presents general background information on Saudi 
Arabia in its historical, economic, cultural, and religious aspects. The Saudi context is 
a unique profile due to the fact that all Saudis are Muslims, and Islam dominates 
almost every aspect of life in S.A. The influence of Islam on different environments, 
including the business environment in Saudi Arabia, is the subject of chapter five in 
order to provide an idea of the extent to which Islam affects managers’ styles and 
their behaviours in business firms.
A full description of the methodology including the instrument selection and 
design which will be used to collect the necessary data for the study, will be detailed 
along with the study framework in chapter six. The statistical analysis of this data 
accordance with the research questions and the results developed will be presented 
chapter seven. These results will be discussed in detail in chapter eight. Finally, 
chapter nine will be devoted to the presentation of the conclusions drawn from the 
findings, contributions and implications of the study, limitations of the study, and 
suggestions for future research.
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CHAPTER TWO 
GENERAL VIEW OF HUMAN NEEDS, ATTITUDES AND 
BEHAVIOUR
2.1 INTRODUCTION
The major objectives of this chapter are to review the relevant literature to the 
study of human values and behaviour, and to clarify theoretically issues that might be 
considered significantly related to human behaviour, such as human motivation and 
attitudes. Research in related subjects that could be of use to the present study will be 
reviewed, starting that into the general nature of human behaviour
During the last few decades human values and behaviour have become one of the 
major issues that have intrigued managerial researchers and practitioners in all fields of 
the social sciences (Allport, 1970; England, 1967; Rokeach, 1973; Homer and Kahle, 
1988; Posner and Schmidt, 1992; Rowe and Boulgarides, 1992; Fritzsche, 1991, 1995). 
Today’s organisations are becoming larger and more complex and management has 
realised the importance of an individual’s behaviour in achieving high standards of 
performance and its relation to increased productivity through which they can compete 
and survive. Such behaviour has been found to be affected by many factors, of which 
values are one of the most important.
Most of the earlier studies that have examined human behaviour are based on 
classic economic theory. Cooke and Slack, (1991) stated that the basic assumptions 
about the general nature of human behaviour and in particular when faced with a 
decision are:
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1- In a decision-making situation in a business context or at work, human beings 
behave in an entirely rational and logical manner.
2- Other things being equal, the aim of the decision-maker is to maximize potential by 
choosing the alternative with the greatest value.
However, modern psychology has found this to be far from the truth (Adcock, 
1983). Due to particular problems with the rational model, Anderson and Kybrianou 
(1994) argue that:
“There are particular problems with the rational model.... decision 
makers are unable, for a variety of reasons, to consider all 
alternatives and outcomes, and the necessary information is not 
always available.” (Anderson and Kybrianou, 1994, pp. 188-189).
The conclusion they draw is that, under most circumstances, decision makers
do not make decisions in this way.
McNulty (1990) represents a similar point of view, pointing out that:
“Human behaviour is indeed explained in terms of motives, 
intentions, desires, and the like. But these are not (logically are 
not) the names of state variables, as position and momentum are 
the names of state variables in physics. I don’t wish to claim here 
that there could not be a causal theory of human behaviour 
(although I don’t think there can be) only that economics is not 
such a theory”. (McNulty, 1990, p. 331).
Human beings make the choices they do because of the wants, desires, ends, 
plans, intentions, values, understandings, weaknesses, and just plain whims that can 
be attributed to them.
As McNulty puts it:
“There is no single answer to the question ‘why did X do A?’” 
(McNulty, 1994, p. 332).
One answer to this question can be found in Skinner (1992) on behaviourism.
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Skinner (1992) argues:
“Why do people behave as they do? It was probably first a 
practical question. It became a matter of understanding and 
explaining behaviour. It could always be reduced to a question 
about causes. We tend to say, often rashly, that if one thing 
follows another, it was probably caused by it. Of many examples to 
be found in the explanation of human behaviour, one is especially 
important here...many of the things we observe just before we 
behave occur within our body, and it is easy to take them as the 
causes of our behaviour. If we are asked why we have spoken 
sharply to a friend, we may reply, b^ecause I felt angry.’ It is true 
that we felt angry before, or as, we spoke, and so we take our 
anger to be the cause of our remark. Asked why we are not eating 
our dinner, we may say, b^ecause I don’t feel hungry’. We seem to 
be saying, ‘when I felt like this before, I have behaved in such and 
such a way.’ Feelings occur at just the right time to serve as causes 
of behaviour.” (Vroom and Deci, 1992, p. 33).
We can sometimes explain an action by appealing to a certain desire, but
people often act against their desires if, for example, they feel a moral obligation not
to do what they desire to do (McNulty, 1990).
To push the organism into action there must be motivation of some kind, some
dynamics (Adcock, 1983). He goes on to illustrate his point of view with the example
of the steering mechanism stating that:
“The steering mechanism of a car is of no use unless the engine is 
running and the car is in gear.” (Adcock, 1983, p. 25).
After years of theory building and research according to Gibson et al., (1988),
it is generally agreed that:
1- Behaviour is caused.
2- Behaviour is goal-oriented.
3- Behaviour that can be observed is measurable.
4- Behaviour that is not directly observable (for example, thinking, 
perceiving) is also important in accomplishing goals.
5- Behaviour is motivated.
Before going into any depth of the study of human behaviour, it is wise to 
establish the framework through which we will proceed in the literature.
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People seek to reduce various need deficiencies, need deficiencies trigger a 
search process for ways to reduce the tension they cause, and therefore a course of 
action is selected, and goal-directed behaviour occurs (Gibson et al., 1988). 
Numerous authors have proposed that behaviour is a result of values and attitudes 
(Cook and Slack, 1991; Homer and Kahle, 1988; Williams, 1968, 1979; Conner and 
Becker, 1979). They suggested that values provide a significant tool in the 
development of the individual’s opinions and attitudes, which lead to specific 
decision-making behaviour. Cooke and Slack (1991) argue that values occupy an 
important position in the determination of human behaviour. These values will result 
in specific attitudes that in turn influence behaviour (Gordon, 1993). However, 
attitudes were found to influence behaviour by their influence on intentions, which are 
decisions to act in a particular way (Eagly & Chaiken, 1993). Williams (1968) 
mentions that a person’s values are seen as the “criteria or standards of preference” . 
Williams (1979) later argued that values have cognitive, affective and directional 
aspects, which can serve as criteria for judgement, desires and choice. He argued that 
“actual selections of behaviour result from concrete motivations in specific situations 
which are partly determined by the prior beliefs (attitudes) and values of the actor” . 
Numerous scholars on the other hand have argued that behaviour is influenced by 
various environmental variables (Luthans, 1985; Gibson et al., 1988; Strong and 
Meyer, 1992).
Since human needs, values, and attitudes serve as personal factors, one may 
conclude that human behaviour is a result of the interaction between an individual’s 
personality and the environment (Al-Adaily, 1995). This interaction is illustrated in 
Figure 2-1.
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FIGURE 2-1
PERSONALITY-ENVIRONMENT INTERACTION
PersonalityEnvironment
Human Behaviour
Source: Al-Adaily (1995)
2.2 HUMAN PERSONALITY
Personality has been defined in a variety of ways according to the different 
conceptual approaches (Guilford, 1959; Carver and Scheier, 1992). The trait approach 
(Bilsky and Schwartz, 1994) seems one of the most important approaches to 
personality. As Guilford put it in 1959: “Personality is an individual’s unique pattern 
of traits... a trait is any distinguishable, relatively enduring way in which one 
individual differs from others” . According to this approach, several classes of 
personality traits could be used to characterise and compare individuals: they may 
include motivational traits (i.e., needs, attitudes) (Bilsky and Schwartz, 1994), or 
common traits (i.e., values) (Luthans, 1985). However, there are particular traits 
which are completely unique. Values may indeed, be viewed as a type of personal 
disposition (Bilsky and Schwartz, 1994). This suggestion is consistent with what 
Allport calls ‘personal dispositions’. Allport’s emphasis on personal dispositions is a
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shift from the traditional common-trait approach to the uniqueness of human 
personality (Luthans, 1985).
2.2.1 Personality-Values Relationship
The relationship between values and personality stems from the assumption 
that people’s personalities are best known through their values or evaluative attitudes 
(Allport et al., 1960). Values are defined as “normative beliefs about proper standards 
of conduct and preferred or desired results” (Nystorm, 1990).
Although numerous scholars have suggested that both personality and values 
are linked (Furnham, 1984; Heaven, 1993; Bilsky and Schwartz, 1994; Yik and 
Tang, 1996), they are, nevertheless, dissimilar. Bilsky and Schwartz (1994) identified 
three major differences between values and personality traits: (Table 2.1)
1- Personality traits are commonly seen as descriptions of observed profiles of 
behaviour, whereas values are criteria individuals use to judge the desirability of 
behaviour, people, and events.
2- Personality traits vary in terms of how much of a characteristic individuals 
exhibit, whereas values vary in tenns of the importance that individuals attribute 
to particular goals.
3- Personality traits describe individuals actions based on ‘what persons are like’ 
regardless of their intentions, whereas values refer to the individual’s intentional 
goals that are available to consciousness.
The relationships between values and personality traits, however, are different 
based on whether the traits in question are derived from patterns of behaviour aimed 
at satisfying growth needs or deficiency needs (Bilsky and Schwartz, 1994). They 
indicate that values and traits are covariant if the traits are derived from behaviour 
patterns aimed at satisfying growth needs (e.g. curiosity). Thus, the person
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characterised by the trait of curiosity is likely to attribute high importance to the value 
of curiosity and to disvalue boredom strongly. In contrast, Bilsky and Schwartz 
continue that values and personality traits are compensatory for traits derived from 
behaviour patterns aimed at satisfying deficiency needs (e.g. anxiety). Thus, they add 
that the person characterised as anxious is likely to attribute high importance to the 
value of security and to disvalue unexpected challenges strongly.
Although trait theories have given recognition to the continuity of personality 
as well as more statistical contributions to the personality tests and behavioural 
sciences (Luthans, 1985), they have not been successful in predicting human 
behaviour in different situations (Gibson et al., 1988). According to Gibson et al., 
this is due to the fact that trait theories ignore the situation aspect. It is suggested that 
trait theories are more descriptive than analytical and are a long way from being 
comprehensive theories of personality (Luthans, 1985).
TABLE 2.1
DISSIMILARITIES BETWEEN PERSONALITY TRAITS AND
VALUES
1- Describe the behaviour Criteria to judge behaviour, 
people, events
2- Vary in terms of individuals’ 
characteristics
Vary in terms of the importance 
of individuals’ goals
3- Describe actions regardless of 
their intentions
Refer to the individual’s 
intentional goals
2.3 ENVIRONMENTAL FORCES
The second determinant of human behaviour is the environment in which the 
individual lives and works. Environment is considered to be an important element 
when studying individuals’ behaviour. Gibson et al. (1988) argue that studying how
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individuals behave without focusing on their environment results in unrealistic, 
incomplete, and misleading conclusions. Environment has been defined by numerous 
authors and scholars, however there appears to be general agreement that environment 
consists of a set of stimuli, forces, and conditions that surround and influence 
individuals’ behaviour (Luthans, 1973; Gibson et al., 1988; Griffin, 1987). Luthans 
(1973) suggests that two types of environments, physiological and sociocultural, 
influence an individual’s behaviour.
A- Physiological environment: refers to all physical aspects of the natural 
environment in which the individual lives. These aspects may include geographical 
phenomena, climate, populations, natural resources, etc. The importance of these 
factors in influencing human behaviour stems from the fact that a deficiency in 
any of these aspects will determine how the individual will behave within his or 
her environment.
B- Sociocultural environment: includes all the societal and cultural aspects of the 
society to which an individual belongs. Every society has its own traditions, 
customs, knowledge, and cultural values and attitudes which have developed over 
the years and have been passed on to its members to shape and guide their actions 
and behaviours.
Two types of environment are found to influence individuals’ behaviour within 
organisations: internal and external environments (Griffin, 1987; Fritzsche, 1991).
1- The internal environment of an organisation represents its culture, which consists 
of values, beliefs, goals, policies, and everything within the organisation that has 
an impact upon the decision-making behaviour of an individual by providing 
rationale and direction for that behaviour (Griffin, 1987; Fritzsche, 1991).
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2- The external environment consists of those elements and factors which develop 
outside the organisation which might influence individuals, groups, and the 
organisation as a whole. The external environment consists of a number of factors 
and elements among which are the economic, technological, sociocultural, and 
political-legal factors (Griffin, 1987; Fritzsche, 1991).
Managers now realise that environmental forces affect the internal functioning 
of an organisation—the individuals, groups and total system (Gibson et al., 1988). 
There is general agreement on the idea that the interaction of multiple forces causes 
people, groups, and the organisation to behave in a certain manner. The influence of 
both internal and external environments on an individual’s behaviour within 
organisations is diagrammed in Figure 2-2.
FIGURE 2-2
THE INFLUENCE OF INTERNAL AND EXTERNAL 
ENVIRONMENTS ON INDIVIDUALS’ BEHAVIOUR WITHIN
ORGANISATIONS
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Managers are still convinced that environmental factors must be kept in mind 
when studying behaviours occurring within organisations (Gibson et al., 1988), 
because of their major role in determining an organisation’s success or failure
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(Griffin, 1987). The role of different environments in influencing individuals’, 
groups’ and organisations’ activities will be discussed in detail in chapter 5. This 
chapter and the next will focus exclusively upon the clarification of the personal 
factors (needs, attitudes, and values) and their influences upon human behaviour.
2.4 HUMAN NEEDS AND BEHAVIOUR
Since human behaviour can be explained in terms of motives and desires, it is 
useful here to focus on those motives that could affect and direct an individual’s 
behaviour. Motivation is the concept that could be used to describe the forces acting 
on or within an individual to initiate and direct behaviour. (Gibson et al., 1988). 
Steers and Porter, (1991) suggest that individuals possess (in varying strengths) 
various kinds of needs, desires, and expectations (e.g., a high need for affiliation, a 
strong desire for additional income, or an expectation that increased effort on the job 
will lead to promotion) (Steers and Porter, 1991).
FIGURE 2-3 
THE MODEL OF MOTIVATIONAL PROCESS
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Need fulfillment 
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Source: Steers and Porter, 1991
behaviour/performance
In explaining the motivational process, Steers and Porter argue that the 
development of such a need, desire, or expectation generates a state of disequilibrium 
within the individuals which they will try to reduce (the energetic component). The
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presence of these activators is related to an expectation or belief that certain actions 
will lead to the reduction of this disequilibrium (the goal-orientation component).
Steers and Porter go on to explain the chain of events indicating that on the 
basis of some combination of this desire to reduce the internal state of disequilibrium, 
and the anticipation or belief that certain actions should serve this purpose, individuals 
will act or behave in a certain manner that they believe will lead to the desired goal. 
The initiation of this action then sets up a series of cues, either within the individuals, 
or from their external environment, which feed information back to the individuals 
concerning the impact of their behaviour. Such cues may lead them to modify (or 
cease) their present behaviour, or they may reassure them that their present course of 
action is correct. While the general model of motivational process does not take into 
account all the influence on human motivation, it is illustrative of the basic nature of 
the process (Steers, 1991).
An example should clarify this process:
‘‘Individuals who have a strong desire to be with others (that have 
a high “need for affiliation”) may attempt to increase their 
interactions with those around them (behaviour) in the hope of 
gaining their friendship and support (goal). On the basis of these 
interactions, they may eventually reach a point where they feel 
they have enough friends and may then direct then energies 
toward other goals. Or, conversely, they may receive consistent 
negative feedback that informs them that their behaviour is not 
successful for goal attainment, and they may then decide to modify 
such behaviour. In either case, we can see the important 
moderating effect of feedback on subsequent behaviour and goal”.
(Stters and Porter, 1991, p. 7).
Two important theories of motivation will be presented, namely: Maslow’s 
need hierarchy and Herzberg’s two-factor theory. The Islamic model of individual 
needs will also be presented.
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2.4.1 Maslow’s Need Hierarchy
Beginning in 1935, Abraham Maslow developed the first needs theory, and it 
is still one of the most popular and well-known motivation theories (Gordon, 1993). 
As mentioned before, in order to push the organism into action there must be 
motivation of some kind (Adcock 1983), which can be explained by Maslow’s work.
The basic assumption of all need theories is that when need deficiencies exist, 
individuals are motivated to act to satisfy them (Steers and Porter, 1991).
Maslow stated that individuals have five needs, arranged in a hierarchy from 
the most basic to the highest level: Physiological, safety, belongingness and love, 
esteem, and self-actualisation. (Gordon, 1993) (Figure 2-4).
Maslow’s theory (as summarised by Gibson et al., 1988) assumes that a person 
attempts to satisfy the more basic needs (physiological) before directing (pushing) 
behaviour toward satisfying upper-level needs (self-actualisation).
FIGURE 2-4 
MASLOW’S NEED HIERARCHY
*Self 
Actualization
*Esteem
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Social
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friendly 
colleagues
Safety at work, benefits 
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Physical comfort, pay, 
and basic working 
conditions
* denotes a ‘higher order’ need 
Source: Wilson and Rosenfeld (1990)
Maslow’s hierarchy of needs has been widely studied by many authors and 
psychologists, and the needs he defined have intrigued scholars and researchers in the
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field of organisational studies (Gibson et al., 1989; Hellriegel et al., 1989; Steers and 
Porter, 1991; Luthans, 1985, 1993; Gordon, 1993; Greenberg and Baron, 1995, 
1997). In explaining human needs included in Maslow’s hierarchy, Hellriegel et al., 
(1989) made the following important observations:
1- Physiological needs include food, water, air, and shelter. Employees who have
strong physiological needs will accept any job that serves to reduce deficiencies of
these needs. They argue that:
“Managers who focus on the physiological needs in attempting to 
motivate subordinates assume that people work primarily for money 
and are primarily concerned with comfort, avoidance of fatigue, and 
the like. These managers try to motivate employees by offering wage 
increases, better working conditions, more leisure time, longer breaks, 
and better fringe benefits.” (Hellriegel et al., 1989, p. 146).
2- Security needs refer to the needs for safety, stability, and absence of pain, threats,
or illness. People who are motivated primarily by security needs value their jobs
mainly as a defence against the loss of basic need satisfactions. They suggest that:
“Managers whose subordinates have strong security needs will not 
encourage innovation in solving problems and will not reward risk 
taking. The employees, in turn, will strictly follow rules and 
regulations.” (p. 146).
3- Affiliation needs refer to the needs for friendship, love, and a feeling of
belonging. When affiliation needs are the primary source of motivation, people
value their work as an opportunity for finding and establishing warm and friendly
interpersonal relationships.
“Managers who believe that their subordinates are striving primarily to 
satisfy these needs are likely to act in a more supportive and 
permissive way, emphasising employee acceptance by co-workers, 
extracurricular activities (such as organised sports programs and 
company picnics) and group norms.” (p. 147)
4- Esteem needs include both personal feelings of achievement and self-worth and
recognition or respect from others. People with esteem needs want others to accept
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them for what they are and to perceive them as competent and able. Hellriegel et 
al. argue that:
“Managers who focus on esteem needs in their attempts to motivate 
employees tend to emphasise public rewards, and recognition of 
services. Acknowledgement of the work’s difficulty and the skills 
required for doing it successfully characterises the manager’s 
recognition of employees. These managers may use lapel pins, articles 
in the company paper, achievement lists on the bulletin board, and the 
like to promote their employees’ pride in their work.” (p. 147)
5- Self-actualisation needs refer to self-fulfilment. People who strive for self-
actualisation experience acceptance of themselves and others and increased
problem-solving ability. They point out that:
“Managers who emphasise self-actualisation may involve employees in 
designing jobs, make special assignments that capitalise on employees’ 
unique skills, or provide leeway to employee groups in planning and 
implementing work procedures.” (p. 147)
Maslow’s need hierarchy has been examined and investigated by many
academics and scholars. One of the most well known studies was conducted by Wahba
and Bridwell, (1976). In explaining Wahba and Bridwell’s investigation, Steers and
Porter (1991) argue that although Maslow’s theory seems to be supported by some
evidence, the extensive review of the results and findings of research on Maslow’s
need hierarchy concluded with an ‘interesting paradox. ’
In explaining this paradox. Steers and Porter are of the opinion that:
“The theory is widely accepted but there is little research evidence 
to support it. This extensive review examined three propositions of 
Maslow’s model: (1) the existence of the hierarchy itself, (2) the 
proposition that an unfulfilled need leads individuals to focus 
exclusively on that need, and (3) the proposition that gratification 
of one need activates the next higher need.” (Steers and Porter,
1991, pp. 37-38).
Based on their review of seventeen studies which examined the first 
proposition, they concluded that the results indicated that there was no clear evidence
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showing that human needs are classified into five distinct categories, or that these 
categories are structured in any special hierarchy.
The second proposition, that unfulfilled needs lead individuals to focus 
exclusively on them, produced mixed results. Some studies supported this proposition 
while others failed to.
The third proposition, that lower-level needs must be filled before higher-level 
needs are activated, was also not supported. Apparently higher-level needs can 
influence behaviour even when lower-level needs are largely unfulfilled.
Although it would appear that Maslow’s need hierarchy lacks empirical 
support, it continues to be a popular theory of motivation. It provides a useful model 
of personal development, especially since it was not proposed as a model of predicting 
behaviour, but rather as a model for describing a fully functioning human being 
(Steers and Porter, 1991).
2.4.2 Herzberg’s Two-Factor Theory
According to Herzberg’s theory of motivation, there are only two external 
factors that originate outside the individual to affect and direct his behaviour, unlike 
Maslow’s five internal needs (Myers, 1991).
Professor Frederick Herzberg (chairman of the psychology department of 
Western Reserve University) carried out motivation analysis of 200 engineers and 
accountants and found that the levels of job satisfaction, motivation and productivity 
of engineers and accountants were closely related to two sets of factors: dissatisfiers 
and motivators (Myers, 1991). According to Myers these two factors could be 
explained as follows:
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1. Dissatisfiers: These primarily refer to pay, supplemental benefits, company policy 
and administration, behaviour of supervisors, working conditions, and several other 
factors somewhat peripheral to the task. These factors were found to be more potent 
as dissatisfiers. High motivation does not necessarily result from their improvement, 
but dissatisfaction does result from their deterioration.
2. Motivators: These include the factors of achievement, recognition, responsibility, 
growth, advancement, and other matters associated with the self-actualisation of the 
individual on the job.
TABLE 2.2 
HERZBERG’S TWO-FACTOR THEORY
Eyigjime Factm Mo^vatars
Company policy and administration Achievement
Supervision, technical Recognition
Salary Work itself
Interpersonal relations, supervisor Responsibility
Working conditions Advancement
Source: Luthans (1989)
Job satisfaction and high production were associated with motivators, while 
disappointments and ineffectiveness were usually associated with dissatisfiers.
The developed results of Herzberg’s work were termed the Motivation-Hygiene (M- 
H) theory. These terms are explained as follows:
Motivators refer to those factors which result in job satisfaction, while hygiene factors
are those which merely prevent dissatisfaction (Wilson and Rosenfeld, 1990).
The following question is the central one asked of the employees chosen for
Herzberg’s interview (Myers, 1991):
“Think of a time when you felt exceptionally good or exceptionally 
bad about your job, either your present job or any other job you 
have had.” (Myers, 1991, p. 16)
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After an employee’s description of a sequence of events that he felt good about
(“favourable”) was completely explored, he was asked about a different time when he
felt the opposite (“unfavourable”). When asked to think of a time when they felt very
good or very bad about their jobs, respondents tended to attribute the good things to
themselves, and the bad things to the situation (Wilson and Rosenfeld, 1990).
For most individuals, according to the theory, a job has some factors that
could lead to satisfaction. These factors are termed, according to Herzberg, as
satisfiers or motivators such as: achievement, responsibility, growth, advancement,
work itself, and earned recognition. A job is also influenced by some factors that may
lead to dissatisfaction. These factors are known as dissatisfiers such as pay,
supplemental benefits, supervision, working conditions, status, job security, company
policy and administration. Individuals are termed by Herzberg either as motivation
seekers who are essentially motivated by the nature of the task and have a high
tolerance for poor environmental factors, or maintenance seekers who are motivated
primarily by the nature of their environment and tend to avoid motivation
opportunities. They are chronically preoccupied and dissatisfied with maintenance
aspects of the job (Myers, 1991). However, in relation to Maslow’s need hierarchy,
Luthans (1989) points out that:
“Herzberg’s theory is closely related to Maslow’s need hierarchy. The 
hygiene factors are preventive and environmental in nature, and they 
are roughly equivalent to Maslow’s lower-level needs. These hygiene 
factors prevent dissatisfaction, but they do not lead to satisfaction, and 
hence they do not motivate. Motivators only motivate humans on the 
job. They are roughly equivalent to Maslow’s higher-level needs.
Finally, an individual must have a job with challenging content in 
order to be truly motivated.” (Luthans, 1989, p. 243)
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A com parison between M aslow and H erzberg theories is illustrated in Table 2.3
TABLE 2.3
COMPARISON BETWEEN MASLOW’S HIERARCHY AND 
HERZBERG’S TWO-FACTOR THEORIES
B e r ^ e r g ^ s  T w ù
SËLF-À C T Ü A Ü SA flO N
ESTEEM
MOTIVATORS Self
Others
LOVE
HYGIENE FACTORS PHYSIOLOGICAL
Source: Luthans (1989)
According to Gordon (1993), motivators meet the self-esteem and self- 
actualisation needs included in Maslow’s hierarchy, whereas hygiene factors meet the 
physiological, safety, and social needs of Maslow’s hierarchy. Herzberg’s theory is 
criticised because of the research method used to collect data as well as the 
classification of some factors, especially pay, as both a motivator and a hygiene 
(maintenance) factor. His theory also ignores individual differences and may 
overemphasise the importance of pleasure as a desired outcome.
The validity of Maslow’s hierarchy of needs and Herzberg’s two-factor theory 
as fully appropriate theoretical frameworks does not seem established, although this is 
not to say that they are of no value. Herzberg’s two-factor theory served, for 
example, to call attention to the importance of psychological growth as a basic 
condition for lasting job satisfaction (Wilson and Rosenfeld, 1990). More critically, 
they concluded:
“Both theories (Maslow’s and Herzberg’s) are full of
methodological problems and they would not meet the criteria 
demanded by modem social-science research.” (Wilson and 
Rosenfeld, 1990, p. 68).
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2.4.3 Islamic Theory of Motivation
Unlike Maslow’s need hierarchy and Herzberg’s two-factor theory, three 
groups of basic needs were identified according to the Islamic model of the individual 
needs. The Islamic Model (Nusair, 1985) identifies three sets of basic needs:
1- Spiritual needs: These refer to the need for love, belongingness, trust, security, 
faith, loyalty and recognition.
2- Intellectual needs concern knowledge, thinking, observation, perception, 
experiment and speculation.
3- Physiological needs concern food, water, shelter, health and money.
The Islamic model is similar to Maslow’s in that both explain human 
motivation in terms of internal factors and are therefore different from Herzberg’s 
theory, which places emphasis upon the external factors of the environment and the 
impact of the job itself upon the individual.
The motivation theories of Maslow and Herzberg were both originally adapted 
in developed countries, where cultures and economies are highly different from those 
of developing or poorer countries. As a result of differing cultural and economical 
aspects, the individuals’ needs, attitudes, and perceptions in developed countries are 
believed to be different from those of individuals in developing and poorer countries.
For example, in poorer countries where the majority of people are simply 
struggling for survival, the higher level expressions of self-esteem and self- 
actualisation do not play such a significant motivating role as in developed countries 
(Steers and Porter, 1991). A comparison between Maslow’s need hierarchy, 
Herzberg’s two-factor theory, and the Islamic model of the individual needs is 
presented below:
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TABLE 2-4 
A COMPARISON BETWEEN MASLOW’S, HERZBERG’S AND 
THE ISLAMIC MODELS OF MOTIVATION
Twe-Fm^r
Theory
MmUm's 
JSerwvhy of Beede
IskmUc Model of 
InMddmd^s Needs
Satisfiers/ Motivators
Self-Actualisation
Self-Esteem
Intellectual Needs
Love
Safety
Spiritual Needs
Dissatisfiers Physiological Physiological
Having gained a useful idea about what motivates and directs people’s 
behaviour in general, it is now time to explain the nature of administrative behaviour, 
particularly since the focus of the study is on executive managers and how their 
actions and perceptions relate to the success of their organisations. The next section 
will focus on the nature of administrative behaviour in terms of decision-making 
situations.
As mentioned before, most of the early theories that explained human 
behaviour were based on the classic economic theory which looks at behaviour as 
‘rational’. Gibson et al. (1988) described human behaviour as ‘goal-oriented’ based on 
Maslow’s Need Theory. They believed that people select a course of action in order to 
reduce the tension caused by need deficiencies, which in turn precipitates goal- 
oriented behaviour. Based on this view, it is appropriate to focus our attention on 
rationality in administrative behaviour.
2.5 RATIONALITY IN ADMINISTRATIVE BEHAVIOUR
Professor Herbert A. Simon (1976) made a valuable contribution to the 
research into administrative behaviour. In particular, he made a distinction between 
economic man and administrative man:
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1- Whereas economic man maximises selects the best alternative from among all
those available to him, the administrative man satisfies looks for a course of
action that is satisfactory or “good enough” . Examples of such satisfying criteria 
are “a share of the market” , “adequate profit” , and “a fair price” .
2- Economic man deals with the “real world” in all its complexity. Administrative 
man makes his choices using a simple picture of the situation that takes into 
account just a few of the factors that he regards as most relevant and crucial.
However, in order for the rational administrator to make a correct decision, he 
must select the appropriate means to reach his designated ends. The rational 
administrator is concerned with the selection of these effective means.
According to Simon, rationality is concerned with the selection of preferred behaviour 
alternatives in terms of a system of values whereby the consequences of behaviour can 
be evaluated. Simon then classified decision-making behaviour, based on terms of 
“rationality” , in the following way:
1. Objectively rational; if it is the correct behaviour for maximising given values in a
given situation.
2. Subjectively rational; if it maximises attainment relatiye to the actual knowledge of
the subject.
3. Consciously rational; to the degree that the adjustment of a means to an end is a
conscious process.
4. Deliberately rational; to the degree that the adjustment of a means to an end has
been deliberately brought about by the individual or by the 
organisation.
5. Organisationally rational; if it is oriented to the organisation's goals.
6. Personally rational; if it is oriented to the indiyidual’s goals.
Our concern focuses on “objectiye rationality” because of the high relevance 
of this type to both managers and organisations.
This type of rationality would imply that the subject moulds all of his/her 
behaviour into an integrated pattern by:
3 2
A- Viewing behaviour alternatives prior to decision-making in a panoramic fashion.
B- Considering the whole complex of consequences that would follow each choice.
C- Singling out one value from the whole set of alternatives with the system of values 
as criterion.
According to Simon, actual behaviour falls short, in at least three ways, of 
objective rationality:
1- Rationality requires a complete knowledge and anticipation of the consequences 
that will follow from each choice. In actual fact, knowledge of consequences is 
always fragmentary.
2- Since these consequences lie in the future, imagination must supply the lack of 
experienced feeling in attaching value to them. Thus values can be only imperfectly 
anticipated.
3- Rationality requires a choice among all possible alternative behaviours. In actual 
behaviour, only a very few of all these possible alternatives ever come to mind.
The limits of rationality (Simon, 1976) have been seen to derive from the 
inability of the human mind to bring to bear upon a single decision all the aspects of 
value, knowledge, and behaviour that would be relevant. The pattern of human choice 
is often more nearly a stimulus-response pattern than a choice among alternatives. 
Human rationality operates, then, within the limits of the psychological environment. 
This environment imposes on the individual as “givens” a selection of factors upon 
which he or she must base his or her decisions. However, the stimuli of decision can 
themselves be controlled so as to serve broader ends, and a sequence of individual 
decisions can be integrated into a well-conceived plan.
Simon concluded that it is impossible for the behaviour of an individual to 
reach any high degree of rationality because the number of alternatives he/she must
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explore is so great, and the information he/she would need to evaluate them will be so
vast that even an approximation to objective rationality is hard to conceive.
With respect to this type of rationality (objective), Anderson and Kyprianou
give the following point of view:
‘‘The capacity of the human mind for formulating and solving complex 
problems is very small compared with the size of the problems whose 
solution is required for objectively rational behaviour in the real world 
-  or even for a reasonable approximation to such objective 
rationality.” (Anderson and Kyprianou, 1994, p. 189)
These limitations in objective rationality have led psychologists and
behaviourists to focus attention on those factors which actually could influence the
decision-making process.
Anderson and Kyprianou (1994) argue that there are a number of behavioural
factors which influence the decision-making process, such as our values, attitudes,
perceptions etc. These factors therefore have a great effect on how we make
decisions; for example, in establishing objectives, in developing alternatives, in
choosing an alternative, in implementing a decision, and in evaluating that decision.
2.6 INDIVIDUALS’ ATTITUDES
Numerous authors in the field of social sciences have defined attitudes, and
there appears to be a consensus on the description of the concept of attitudes. In
explaining the nature of attitudes, Greenberg and Baron (1995) found that people hold
strong opinions on their job environment:
‘If we ask you how you feel about your job, we’d probably find 
you to be very opinionated. You might say, for example, that you 
really like it and think it’s very interesting. Or perhaps, you may 
complain about it bitterly and feel bored out of your mind. Maybe 
you’d hold views that are more complex, liking some things (e.g.,
“my boss is great”) and disliking others (e.g., “the pay is 
terrible” (Greenberg and Baron, 1995, p. 164).
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Eagly and Chaiken (1993) give the following point of view:
‘Some people support social policies such as legalised abortion or 
welfare assistance for the poor, and others oppose such policies. Some 
people endorse ideologies such as feminism or political conservatism, 
whereas others disapprove of them. Some people are satisfied with 
their jobs, and others are not’ (Eagly and Chaiken, 1993, p. 1).
Understanding individual differences such as these has been an enduring 
interest of social psychologists, who use the concept of ‘attitude’ to describe them 
(Eagly and Chaiken, 1993).
In relation to individuals’ behaviour, attitudes are described as ‘determinants 
of behaviour’ because they are linked with perception, personality, and motivation 
(Gibson et al., 1988). They add that an attitude is “a m ental state of readiness, 
learned and organised through experience, exerting a specific influence on a 
person’s response to people, objects, and situations” , and have many sources such 
as: family, peer groups, society, and previous job experience.
2.6.1 Attitude Components
The attitudes you express (Greenberg and Baron, 1995) may be recognised as 
consisting of three major components: an evaluative component, a cognitive 
component, and a behavioural component. They add that ‘an evaluative component 
refers to our liking or disliking of any particular person, item, or event (what might 
be called the attitude object, the focus of our attitude). You may, for example, feel 
positively or negatively toward your boss, the sculpture in the lobby, or the fact that 
your company just landed a large contract. But attitudes involve more than feelings; 
they also involve knowledge—that is, what you believe to be the case about an attitude
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object. For example, you might believe that one of your co-workers is paid much 
more than you, or that your boss doesn’t know too much about the job. These beliefs, 
whether completely accurate or totally false, comprise the cognitive component.’ 
These different components of attitude are depicted in Figure 2-5.
FIGURE 2-5 
ATTITUDES: THREE BASIC COMPONENTS
Attitude
Cognitive component
(Whatyou believe)
Evaluative component
(How you feel)
Behavioural component
{How you are 
predisposed to act)
Source: Greenberg and Baron, (1995).
Greenberg and Baron continue that the things you believe about something 
(e.g., “my boss is embezzling company funds”) and the way you feel about it 
(e.g., “I can’t stand working for him”) may have some effect on the way you are 
predisposed to behave (e.g., “I think I’m going to look for a new job”). Attitudes 
have also a behavioural component—a predisposition of the individual to act in a 
certain way. However they suggest that this predisposition may not actually be 
predictive of behaviour because an intention to behave in a certain way may or may 
not dictate how an individual will actually behave.
2.6.2 Attitudes and Behaviour
It can be suggested that the study of attitudes covers the full range of human 
behaviour and experience (Anderson and Kyprianou, 1994). They continue that we
36
develop attitudes toward people, objects, religions, politics, etc. Attitudes are
‘relatively lasting feelings, beliefs, and behaviour tendencies directed toward specific
persons, groups, ideas, issues and objects’ (Anderson and Kyprianou, 1994).
In this regard, Kraus (1995) indicates that the attitude concept has played a
central role in both scientific and lay attempts to understand human thought and
behaviour. He calls attention to the importance of attitudes to behaviour as follows:
“Perhaps the most fundamental assumption underlying the 
attitude concept is the notion that attitudes, in some way, guide, 
influence, direct, shape, or predict actual behaviour. When this 
assumption was seriously questioned in the 1960s, many concluded 
that attitude had become obsolete as a scientific construct. 
Although researchers have become increasingly optimistic about 
the attitude-behaviour relationship since that time, skepticism 
about the magnitude of attitude-behaviour correlations continues 
today, even among those who are relatively sympathetic to the 
attitude concept.” (Kraus, 1995, p. 58).
Attitude tendencies (Eagly and Chaiken, 1993) which evaluate an entity with
some degree of favour or disfavour, are ordinarily expressed in cognitive, affective,
and behavioural responses. This theory leads one to expect that people’s attitudes are
positively correlated with the evaluative implications of their overt behaviour. People
who hold positive attitudes are expected to show behaviours that approach, support, or
enhance the attitude object, and people who hold negative attitudes will show
behaviours that reject, avoid, oppose, or hinder the object.
Anderson and Kyprianou, (1994) introduced an important caveat regarding the
relationship between attitudes and behaviour saying:
“For many years, it was thought that our behaviour was consistent 
with our attitudes. While there is little doubt that some attitudes 
are related to behaviour, it is now widely accepted that a simple, 
direct link between attitudes and behaviour does not exist.” 
(Anderson and Kybrianou, 1994, p. 60).
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2.6.3 Attitudes’ Function and Its Relation to Values and Behaviour
Since the early 1970s, the study of individuals’ attitudes in direct relationship 
with behaviour has received the increasing attention of researchers and scholars of 
social sciences (Ajzen and Fishbein, 1972, 1975,1977; Rokeach and Kliejuans, 1972; 
Wilson et al., 1975; Heberlein and Black, 1976; Bearden and Woodside, 1977; 
Bentler and Speckart, 1979; Eiser and Pligt, 1988; Eagly and Chaiken, 1993; Kraus, 
1995; Maio and Olson, 1995). The results and findings of these studies showed that 
the attitude-behaviour relationship is complex and influenced by other factors. But, 
before looking more closely at these factors, it will be useful to gain some insight into 
the relationship between attitudes, values, and behaviour. Attitudes have been found 
to be linked to values and behaviour. Gordon, (1993) suggests that individuals have 
certain beliefs and values that result in specific attitudes that in turn influence 
behaviour. Values are linked to attitudes in the sense that a value serves as a way of 
organising attitudes (Gibson et al., 1988). However, this relationship is expected to 
prevail only when attitudes are used to express values and not some other concerns, 
because the attitude function perspective implies that value-expressive attitudes should 
be the only attitudes that have strong relations to values; where there are attitudes that 
serve other functions, they should have weak or negligible relations to values (Maio 
and Olson, 1995).
Concerning the attitude-behaviour relationship, two important factors were 
found to have influences upon this relationship (Ajzen, 1988). In his theory of 
planned behaviour, Ajzen indicates that individuals’ intentions to perform, as well as 
their behavioural control, seem to be significant variables in predicting individuals’ 
behaviours. According to the theory, the extent to which one’s intentions to perform
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behaviours depends partly on the amount of control one has over the behaviour. Maio
and Olson (1995) point out that: ‘stronger intentions and greater perceived control are
associated with a greater likelihood that the behaviour will be performed. Intentions,
in turn, are best predicted by attitudes toward the behaviour, subjective norms, and
perceived control. Attitudes toward the behaviour reflect the extent that the behaviour
is favourably or unfavourably evaluated and subjective norms refer to the perceived
social pressure to perform or not to perform the behaviour... Any other variables
(e.g., values) are thought to influence intentions through attitudes, subjective norms,
or perceived control...values may be linked with a sense of moral obligation to behave
in specific fashion, which may affect behavioural intentions and behaviour
independently of attitudes, norms, and perceived control.’ (p. 272).
However, according to Maio and Olson, this suggestion remained speculative
until the mediating role of moral obligation was directly examined by other studies.
They suggested that knowledge of the predominant function of attitudes toward an
object might help determine whether values will be an important predictor of attitudes
and behaviour toward the object. The authors pointed out that:
“The existence of a value-expressive attitude function might 
increase the likelihood that there will be relations between values 
and attitudes, intentions, or behaviours, but people’s 
interpretations of the relation of the attitude object to their values 
also need to be considered.” (Maio and Olson, 1995, p. 283).
They concluded that the experiment reported in their article had demonstrated 
that attitude function can influence the relations between values and attitudes on the 
one hand, and values and behavioural intentions on the other. This experiment had 
also showed the relevance of attitude function to two major theories that are pertinent 
to the study of relations between values, attitudes, and behavioural intentions. Thus,
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this experiment has contributed to the growing evidence that attitude functions have 
important implications for understanding attitudes and their relations to other 
constructs.
2.6.4 Attitudes-Behaviour Relations Models
The present study will now focus on the results and findings of the most 
important studies that have investigated the attitude-behaviour relationship. Ajzen and 
Fishbein, and Rokeach depicted the attitude-behaviour relationship in two important 
models. Before demonstrating their model formulations, it is useful to recall 
Fishbein’s expectancy-value attitude model.
FISHBEIN’S EXPECTANCY-VALUE ATTITUDE MODEL
Fishbein’s definition is explained as (Wilson et al., 1975):
Where Ao = the attitude (liking) toward the psychological object (o);
Bi =  the likelihood that a concept (e.g., low price) is related to the attitude object 
(XYZ brand toothpaste);
ai =  an evaluation of that related concept (e.g., how good or bad is low price?); 
i =  a number of salient beliefs about the attitude object (o).
One limitation of Fishbein’s model is that he fails to include certain critical
notions. For example, he fails to recognise explicitly:
a) behavioural intention as a precursor to behaviour;
b) the importance of situational specificity; and
c) the potential importance of socially-based beliefs (expectations) about the attitude 
object.
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As a result of the above omissions, predicting behaviour through the 
expectancy-value model is weak (Wilson et al., 1975).
2.6.4.1 Ajzen and Fishbein Model of Attitude-Behaviour Relationship
In their behavioural intentions model, Ajzen and Fishbein suggest that 
behaviour is more predictable (and understandable) if we focus on specific intentions 
to behave in a certain way rather than solely on attitudes towards behaviour (Anderson 
and Kyprianou, 1994). This model is also mentioned by Wilson et al., 1975. In their 
empirical test of the Fishbein behavioural intention model in a marketing context, they 
indicate that the behavioural intention model expands the earlier model of Fishbein to 
include behavioural intention, situational specificity, and normative beliefs. This 
model is illustrated in the following equation:
This is Ajzen and Fishbein’s model, (1975).
Where: B =  Overt behaviour (is approximately equivalent to...)
BI= Behavioural intention
Aact =  Attitude toward performing the behaviour in a given situation
NBi =  The normative belief governing the behaviour from a number of salient
referents
MCi =  The motivation to comply with this referent power 
Wo and Wi = Beta weights to be determined by regression analysis
Wilson et. al (1975) continue to give further explanations of the Ajzen and 
Fishbein model. They mention that Ajzen and Fishbein’s study of 1972 suggested that 
there are two ways to determine the attitude toward the act—one based on beliefs and 
evaluation, while the second relies solely on evaluation.
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Where: Aact =  Attitude toward performing the behaviour in a given situation
Bi = The likelihood that the performance of the stated behaviour will lead to some
consequences (e.g., brushing with xyz brand toothpaste will give fresh breath) 
ai =  An evaluation of that consequence (e.g., is fresh breath good or bad?) 
i =  A number of salient consequences about the behaviour
Fishbein and Ajzen 1975, suggest that the expectancy-value formulation of 
attitude is the most theoretically tractable: the magnitude of the attitude index does not 
increase indefinitely with the acquisition of new belief, because attitude is determined 
by a hierarchically organised, limited number of salient beliefs (Bentler and Speckart, 
1979).
There are obvious similarities between Fishbein’s Ao model and this 
interpretation of Aact. In much consumer research, one could reasonably expect little 
psychological or measurable difference between Ao and Aact unless significant 
exogenous variables are presented (Wilson et al., 1975).
Another measure of Aact can be obtained by summing the rating over a 
number of affective bipolar adjectives. This results in:
Where: Aact =  Attitude toward the act (e.g., using xyz brand toothpaste is....)
Fact =  Evaluative dimensions of the act (e.g., good-bad, foolish-wise, etc.) 
i =  A number of evaluative, bipolar adjectives
Fishbein and Ajzen (1977) suggest that low and inconsistent attitude-behaviour 
relations are attributable to low or partial correspondence between attitudinal entities.
4 2
To predict behaviour from attitude, the investigator has to ensure high correspondence 
between at least the target and action elements of the measures he employs.
Fishbein’s model, which he and Ajzen came later to call the “theory of 
reasoned action” , was presented more than twenty years ago and unquestionably 
provides a model of the psychological processes that mediate observed relations 
between attitudes and behaviour (Eagly and Chaiken, 1993). Fishbein (1967) and 
Fishbein and Ajzen (1975) suggested that the proximate cause of behaviour is the 
intention to engage in the behaviour. Attitudes influence behaviour by their influence 
on intentions, which are decisions to act in a certain way. The Fishbein and Ajzen 
model is presented in Figure 2-6.
FIGURE 2-6 
FISHBEIN AND AJZEN’S EXTENDED MODEL
Attitude
Intention
Subjectivi
norm
Behaviour
Source: Eagly and Chaiken (1993)
The theory of reasoned action takes into account attitude toward behaviours, 
which enters the model as one of the determinants of intention, called subjective 
norm, and consists of a person’s belief about whether significant other individuals 
think that he or she should engage in the behaviour. The model can be shown 
algebraically as follows:
-  wtAB *
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Where B is the behaviour, BI is the behavioural intention, AB is the attitude toward 
the behavioural act, SN is the subjective norm, and w l and w2 are empirical weights. 
The Fishbein and Ajzen Model was supported by Wilson et al. (1975) in their 
empirical test of the Fishbein behavioural model. They indicate that:
♦ The Fishbein BI model was a better predictor compared to other models.
♦ A strong association between behaviour and behavioural intention was reported, 
and that the BI Model indirectly predicts behaviour.
♦ The BI model can be applied in a marketing context and that Aact and < NBMC 
are both important predictors of intention.
Although Wilson et al. (1975) supported the Fishbein and Ajzen model, 
Bentler and Speckart (1979) tested the model on 228 college students to study their 
drug consumption. Their findings suggested that intentions seem to be an insufficient 
mediator of future behaviour. According to Bentler and Speckart a more general 
alternative model is needed which examines the influence of past behaviour on present 
behaviour. They examined the influence of past behaviour on present behaviour, 
comparing the Fishbein-Ajzen model with a model that added a direct causal path 
from attitude to behaviour, not mediated by intention. They also presented a second 
alternative model that includes, in addition to the direct link between attitude and 
behaviour, another new independent variable, past behaviour, which was presumed to 
affect subsequent behaviour directly as well as indirectly through its impact on 
intention. Bentler and Speckart’s attitude-behaviour model incorporating past 
behaviour is represented in Figure 2-7.
The extended model of Bentler and Speckart was tested by several studies 
(Bentler and Speckart, 1981; Gibbs and Kahle, 1983; Echabe, Rovira, and Garate, 
1988). The results and findings of these studies showed that the prediction of
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behaviour was improved by the addition of past behaviour or self-reported habit to the 
Fishbein-Ajzen model or to the prediction achieved only on the basis of intention.
Due to the limitations and problems associated with the theory of reasoned 
action, Ajzen suggested an alternative theory of planned behaviour that largely 
expands the Fishbein-Ajzen model (Ajzen, 1985, 1991).
FIGURE 2-7
BENTLER AND SPECKART ATTITUDE-BEHAVIOUR MODEL
B eh avior
Attitude B eh aviorIntention
Subjective
Source: Eagly and Chaiken (1993)
According to Ajzen (1985), the extent to which intentions to perform 
behaviours can be carried out depends in part on the amount of control which can be 
exerted on the behaviour (Eagly and Chaiken, 1993). The role of perceived 
behavioural control in the theory of planned behaviour is depicted in Figure 2-8. 
According to the theory, perceived behavioural control affects behaviour in two ways: 
it influences intention to perform the behaviour, and it may have a direct impact on 
behaviour.
Although research in quite a few domains suggests that the addition of 
perceived control to the reasoned action model results in a more comprehensive
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theory, when applied to behaviours that require skills and resources and thus do not 
occur merely because people decide to act (Eagly and Chaiken, 1993), there are 
several aspects of the theory that warrant scrutiny. Firstly the theory is worth 
investigating because it suggests that people intend to become involved in actions 
because they have control over them. Secondly, it introduces just one variable 
(perceived behavioural control). Other variables such as habit, perceived moral 
obligation, and self-identity may predict intentions and behaviour even when the terms 
of the reasoned action model have been taken into account.
FIGURE 2-8
AJZEN’S THEORY OF PLANNED BEHAVIOUR
Attitude tw
me behavior
Subjective
norm M BehaviorIntention
Perceive
behavioral
controlSource: Ajzen (1991)
These additional variables may also predict when the terms of the planned 
behaviour model have been taken into account. Finally, the theory does not articulate 
the processes by which people formulate and act on plans.
In short, the theory of planned behaviour is limited because all it succeeds in 
doing is introducing the behavioural control term that predicts weakened intentions for 
less controllable behaviours, and lowered likelihoods of engaging in them. 
Nevertheless, how do people plan, and how does planning relate to perceived
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behavioural control? Perhaps as people engage in the cognitive processes of planning 
and identify a route for attaining a desired goal, they view their control over their 
behaviour as increasing (Eagly and Chaiken, 1993).
2.6.4.2 Rokeach’s Attitude-Behaviour Model
A complete version of Rokeach’s framework for the influence of attitudes and 
situations on behaviour is depicted in the following equation (Bearden and Woodside, 
1978):
Where: Bos = behaviour with respect to an object within a situation,
Ao =  attitude toward the object.
As =  attitude toward the situation,
AoAs =  attitudes toward the object and the situation weighted by the importance of 
each,
w l, w2, w3 = empirically determined standardised regression coefficients.
Rokeach’s model of behaviour as a function of the interaction between attitude 
toward an object and attitude toward a situation is diagrammed in Figure 2-9. An 
empirical study was adopted by Rokeach and Kliejuans (1972) to examine the 
relationships between attitudes and behaviour in the context of Rokeach’s conception 
of attitude. Rokeach and Kliejuans suggest that “behaviour-with-respect-to-an-object- 
within-a-situation is a function of two interacting attitudes: attitude-toward-the-object 
(Ao) and attitude-toward-the-situation (As)” . This explanation of behaviour attempts 
to account for the realisation that if attention is focused solely upon attitudes toward 
the object as predictors of behaviour, inconsistencies will certainly occur between 
expressed attitudes and behaviour (Bearden and Woodside, 1978).
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FIGURE 2-9
ROKEACH’S SITUATIONAL ATTITUDE MODEL
Attitude tw( 
an object
Behaviour
Attitude twd 
the situation
This approach, Bearden and Woodside add, adopts the hypothesis that attitudes 
toward situations may directly influence behaviours which occur within those 
situations, and that direct consideration attitudes toward situations may more fully 
explain behaviour.
The results of their study add support to the general assumption that behaviour 
can be more accurately predicted than is widely supposed from knowledge of verbally 
expressed attitudes. Finally, they suggested that the prediction of behaviour with 
respect to an object within a situation will be more accurate when based on knowledge 
of the cognitive interaction between Ao and As, than when based on knowledge of 
either attitude alone.
The literature presented in this chapter focused upon the role of human needs 
and attitudes as two types of traits of human personality. These traits are called 
motivational traits and it was shown that both types of traits (needs and attitudes) play 
an important role in motivating and predicting an individual’s behaviour. Since values 
are the main focus of this study, the next chapter will focus exclusively upon studies 
and theories relating to values in an attempt to clarify the importance of human values 
to behaviour. By clarifying the significant connection between human values and
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behaviour, an integrated theory will then be presented regarding those factors that 
influence human behaviour in general, and individuals’ behaviour in the workplace in 
particular. Such background information will provide a potential tool for the empirical 
part of this research.
CHAPTER THREE
LITERATURE REVIE W ON THE OTJ»¥ OF
HUMAN VALUES
CHAPTER THREE 
LITERATURE REVIEW ON THE STUDY OF HUMAN 
VALUES
3.1 INTRODUCTION
The central focus of this work is to study human values as a significant 
determinant of human behaviour.
This chapter will review the results of the studies conducted by well-known 
scholars and authors in the field of social psychology. The theories and approaches 
developed by these scholars to explain the importance of values empirically in the 
managerial context will also be presented. Before looking at the details of these 
studies in depth, however, it will be useful to review work carried out on the nature 
of values as a starting point in the study of human values.
3.2 VALUES’ NATURE AND DEFINITION
Numerous scholars have defined values in different ways. Kluckhohn (1951) 
defines a value as “A conception, explicit or implicit...which influences the selection 
from available modes, means, and ends of action.” Values are also defined “as 
normative beliefs about proper standards of conduct and preferred or desired results” 
(Nystorm, 1990). According to Rokeach (1973), a value is an “enduring belief that a 
specific mode of conduct or end-state of existence is personally or socially preferable 
to an opposite or converse mode of conduct or end-state of existence” . Rokeach offers 
five assumptions about the nature of values (Akaah and Lund, 1994):
1- values are relatively small in number,
2- individuals possess similar values in varying degrees,
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3- values are organised into a value system,
4- the antecedents of values are society, institutions, and personality, and
5- the consequences of values are manifested in virtually all phenomena.
Akaah and Lund clarify these five assumptions as follows:
The first assumption that values are relatively small in number is apparent when 
values are compared with opinions and attitudes. The writers indicate that while 
values are deep-rooted and pervasive in nature, opinions and attitudes are situation- 
bound. This means that individuals establish thousands of opinions and attitudes, but 
only a limited number of values. As a result, a single value could underlie numerous 
opinions and attitudes. This, paired with the second assumption that individuals have 
similar values in varying degrees, serves to enhance the feasibility of values as 
behavioural correlates. With respect to the third assumption that values are an 
organised system, the writers suggest that this assumption is derived from the fact that 
values represent an enduring set of beliefs which provide appropriate guidelines for 
behaving or end-states to strive for. The fourth assumption points out that such 
appropriate guidelines are culturally based, as opposed to being absolutes/norms set 
down in natural law. Finally, Rokeach’s fifth assumption that the consequences of 
values are manifested in virtually all phenomena emphasises the importance of values 
as ethics correlates. Values are believed to influence every facet of human behaviour, 
because of their potentiality to individuals’ personality and cognitive structure. 
According to Rokeach , values are determinants of all kinds of behaviour that can be 
called social behaviour such as evaluations, moral judgements and justification of self 
and others, comparisons of self with others, presentation of self to others, and 
attempts to influence others” . Fritzsche also believes that, although value definitions 
differ, there appears to be a consensus that values influence behaviour (1995). Based
52
on these assumptions on the nature and definition of the concept of values, the study 
will now present a summary of the well-known studies and theories in the field of 
human values.
3.3 PORTER’S VALUES HIERARCHY
Maslow (quoted in Rowe and Boulgarides, 1992) was one of the early 
proponents of equating values to needs. He claimed that physiological, safety, social, 
self-esteem and self-actualisation needs motivate an individual’s behaviour. He 
defined the final or self-actualisation need as “realising the potentialities of the 
person... becoming fully human, everything that the person can become”. According 
to Maslow, as each lower level need (value) was filled, an individual would move to 
the next higher level of need (value). Porter (1968) utilised Maslow’s need hierarchy 
in his own study and came up with a hierarchy of managerial values which consists of 
five values (see also Rowe and Boulgarides, 1992). Porter believed that managers’ 
physiological needs were already satisfied and could be replaced by a need at a higher 
level (safety need). Porter’s system of values was investigated by Boulgarides, 1973, 
who suggested that the five levels proposed by Porter could be reduced to less than 
four (Rowe and Boulgarides, 1992) (Table, 3.1).
TABLE 3.1
MASLOW-PORTER VALUES COMPARISON
M m Ï0 w P o i te r
Self-actualisation Self-actualisation
Esteem Autonomy
Social Esteem
Safety Social
Physiological Safety
Source: Rowe and Boulgarides (1992)
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3.4 EDUARD SPRANGER’S TYPES OF MEN (classification of 
human values)
The German philosopher Eduard Spranger, was one of the first to propose a 
system of six values: theoretical, economic, aesthetic, social, political, and religious 
(Rowe and Boulgraides, 1992), By his classification of values, Spranger covered a 
large part of the psychology of human personality. The values categories developed 
by Spranger are based on the relative strength of, and the relationship between, the six 
classes of values. Allport et al. (1970) in their study of values provided a useful 
description of Spranger’s six types of men as follows:
1- The Theoretical M an; The dominant interest of the theoretical man is the 
discovery of truth. In the pursuit of this goal he characteristically takes a “cognitive” 
attitude, one that looks for identities and differences; one that divests itself of 
judgements regarding the beauty or utility of objects. He seeks only to observe and to 
reason, since the interests of the theoretical man are empirical, critical, and rational. 
He is necessarily an intellectualist, frequently a scientist or philosopher. His chief aim 
in life is to order and systemise his knowledge.
2- The Economic M an; The economic man is characteristically interested in what is 
useful. Based originally upon the satisfaction of bodily needs (self-preservation), the 
interest of utilities develops to embrace the practical affairs of the business world— 
the production, marketing, and consumption of goods, the elaboration of credit, and 
the accumulation of tangible wealth. This type is thoroughly “practical” and in 
conflict with other values. The economic man wants education to be practical, and 
regards unapplied knowledge as waste. Great feats of engineering and application 
result from the demands economic men make upon science. The value of utility
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likewise conflicts with the aesthetic value, except when arts serve commercial ends. In 
his personal life the economic man is likely to confuse luxury with beauty. In his 
relations with people he is more likely to be interested in surpassing them in wealth 
than in dominating them (political attitude) or in serving them (social attitude). In 
some cases the economic man may be said to make his religion the worship of 
Mammon. In other instances, however, he may have regard for a traditional God, but 
inclines to consider Him as giver of good gifts, of wealth, prosperity, and other 
tangible blessings.
3- The Aesthetic M an; The aesthetic man prizes harmony as the highest value. Each 
single experience is judged from the standpoint of grace, symmetry, or fitness. He 
regards life as a procession of events; each single impression is enjoyed for its own 
sake. He need not be a creative artist, nor need he be effete. He is aesthetic if he finds 
his chief interest in the artistic episodes of life. The relation of this aesthetic value to 
other categories of values is as follows: The aesthetic attitude is, in a sense, 
diametrically opposed to the theoretical; the former is concerned with the diversity, 
and the latter with the identities of experience. To the aesthetic man, truth is 
considered as equivalent to beauty. In Spranger’s words: “to make a thing charming is 
a million times more important than to make it true” (quoted in Allport et al. 1960). 
In the economic sphere the aesthete sees the process of manufacturing, advertising, or 
trade as a wholesale destruction of the values most important to him. In social affairs 
he may be said to be interested in persons but not in the welfare of persons. He tends 
toward individualism and self-sufficiency. Aesthetic people often like the beautiful 
insignia of pomp and power, but oppose political activity when it makes for the
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repression of individuality. In the field of religion they are likely to confuse beauty 
with pure religious experiences.
4- The Social M an: This type values love of people most highly. He values the 
altruistic or philanthropic aspects of love. The social man prizes other persons as 
ends, and is therefore himself kind, sympathetic, and useful. As for other values, he 
is likely to find theoretical, economic, and aesthetic attitudes cold and inhuman. In 
contrast to the political type, the social man regards love itself the only suitable form 
of human relationship. The social man is selfless and tends to fit the religious attitude 
model in its purest form most closely.
5- The Political M an; The political man is interested primarily in power. His 
activities do not necessarily take place within the narrow field of politics. Leaders in 
any field generally value power highly. Since competition and struggle play a large 
part in all life, many philosophers have seen power as the most universal and most 
fundamental of motives. There are, however, certain personalities in whom the desire 
for a direct expression of this motive is uppermost, who wish for personal power, 
influence, and renown above all else.
6- The Religious M an; Unity is the most important value for the religious man. He is 
mystical, and seeks to comprehend the cosmos as a whole, to relate himself to its 
embracing totality. His mental structure is permanently directed to the creation of the 
highest and most absolutely satisfying value experience. Some men of this type are 
“immanent mystics,” that is they find their religious experience in the affirmation of 
life and in active participation therein. With his zest and enthusiasm, the religious 
man sees something divine in every event. The “transcendental mystic” , on the other
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hand, seeks to unite himself with a higher reality by withdrawing from life; he is the 
ascetic, and finds the experience of unity through self-denial and mediation. In many 
individuals the negation and affirmation of life alternate to yield the greatest 
satisfaction.
Spranger does not allow for formless or valueless personalities nor does he 
allow for those who follow an expedient of life or hedonistic philosophy of life. 
Spranger does not mean to imply that a given man belongs exclusively to one or 
another of these types of values. His depictions are constructed entirely in terms of 
“ideal types” (Allpot et al., 1970).
In a discussion of the study of values like the present one, it is convenient to 
have this brief characterisation of Spranger’s types at hand.
3.5 KLUCKHOHN AND STRODTBECK (Classification of Value 
Orientations)
Variations in the value orientations of whole societies, of subgroups within 
societies, and of the individual persons who are the actual carriers of culture, form the 
central focus of Kluckhohn and Strodtbeck’ work (1961). They believe that one way 
to approach the problems of cultural variation is to deal with the variability in the 
highly generalised elements of culture which are called value orientation. To do so, 
they developed a classification of value orientation. Before carrying out such 
classification, it will be helpful to define and clarify the concept of value orientation.
Although value orientations are complex, they are, nevertheless, patterned 
(rank ordered) principles, resulting from the transactional interplay of three 
distinguishable elements: the cognitive, the affective, and the directive, which give 
order and direction to the ever-flowing stream of human acts and thoughts as these
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relate to the solution of “common human” problems. These principles are variable 
from culture to culture in the ranking patterns of component parts which are 
themselves cultural universals. The variation is expressed in degrees of conscious 
awareness individuals have of the value orientations which influence their behaviour, 
and on the continuum from the completely implicit to the completely explicit.
According to Kluckhohn and Strodtbeck, the classification of value orientation 
relies on four basic assumptions, summarised as follows:
1- There is a limited number of common human problems for which all people at all 
times must find some solution.
2- Variability exists in finding solutions to all problems and within the range of all 
possible solutions.
3- All alternatives of all solutions are present in all societies at all times but are 
differentially preferred.
4- The fourth and basic assumption is that there is always a rank ordering of the 
preferences of the value-orientation options.
In order to reach solutions to human problems, the problems themselves 
should be identified efficiently. Kluckhohn and Strodtbeck have tentatively specified 
five problems as common to all human groups and from which value orientations have 
been determined. These problems are formed in the following questions:
1- What is the character of innate human nature? (human nature orientation)
2- What is the relation of man to nature (and supernature)? (man nature-orientation)
3- What is the temporal focus of human life? (time orientation)
4- What is the modality of human activity? (activity orientation)
5- What is the modality of man’s relationship to other men? (relational orientation)
The five value orientations suggested by Kluckhohn and Strodtbeck are 
presented in Table 3.2.
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TABLE 3.2 
THE FIVE VALUE ORIENTATIONS AND THE RANGE OF 
VARIATIONS POSTULATED FOR EACH
OnemaÉa» Pùsfukiteâ Mnm of Varmtiom |
Butnan nature Evil
; Mixture of 
Neutral i  Good-and-Evil Good
Mutable 1 immutable Mutable 1 imihütabïè Mutable j immutable
M m -n a m a Subjugation-to-Nature
Harihony- with- 
Nature
Mastery-over-
Nature
Past Present Future
Being Being-in-Becoming Doing
Linearity Collaterality Individualism
Source: Klukhohn and Strodtbeck, 1961
(1) Human Nature Orientation
Human nature orientation refers to the innate goodness or badness of human 
nature. There are three logical divisions of human nature: Evil, Good-and-Evil, and 
Good. It can, for example, be conceived as Evil and unalterable, or Evil and 
perfectible, as Good and unalterable or good and corruptible, as an invariant mixture 
of Good-and-Evil or a mixture subject to influence.
(2) Man-Nature (-Supemature) Orientation
There is a three-point range of variation in the relations of man to nature.
These points (orientations) are as follows:
A- Subjugation-to-Nature orientation 
B- Harmony-with-Nature orientation 
C- Mastery-over-Nature orientation
(3) Time Orientation
This type of orientation refers to the possible cultural interpretations of the 
temporal focus of human life. In terms of time consideration, peoples’ orientation 
might break easily into the three-point range of: a) past oriented, b) present oriented, 
and c) future oriented.
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(4) Activity Orientation
Activity orientation is described as the modality of human activity. Kluckhohn 
and Strodtbeck suggested a threefold range of variation in solutions to the problem 
concerning the modality of human activity. This range is expressed as (Being, Being- 
in-Becoming, and Doing). Activity orientation centres solely on the problem of the 
nature of man’s mode of self-expression in activity. In the first variation, the Being 
orientation, the preference is for the kind of activity which is a spontaneous 
expression of what is conceived to be “given” in the human personality. The focus in 
this kind is on the “isness” of the personality. The second variation Being-in- 
Becoming orientation is concerned with what the human being is, rather than what he 
can accomplish. This orientation emphasises the “self development” as an integrated 
whole. The third variation Doing orientation, focuses on the type of activity that 
results in “accomplishments”.
(5) Relational Orientation
Relational orientation is defined in terms of problems concerning the 
relationship of man to others. This orientation has three aspects according to the 
authors: the Lineal, the Collateral, and the Individualistic relational aspects, and are 
analytical concepts for the purpose of making fine distinctions both within and 
between systems and subsystems. There are, for example, important variations within 
social systems and subsystems, as well as between systems in the nature of the 
primacy of certain goals of the last three principles of relational orientation.
A) When the individualistic principle is dominant, individual goals have primacy over 
the goals of others. This individual then becomes selfish because his interests 
come first and he disregards the interests of others.
B) A dominant collateral orientation means a primacy of the goals and the welfare of 
the laterally extended group. The group in this case is always moderately
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independent of other similar groups, but the continuity of such group relationships 
through time is not critical.
C) If the lineal type is dominant, the group’s goals will have primacy but the 
continuity of this orientation among the group becomes an increasingly crucial 
issue.
The writers suggested that the relationship between the behaviour of people of
any society and value orientations is possible if two things are present: (i) A particular
ordering of value orientations; (ii) A predominance of particular behaviour spheres.
The authors also indicated that variations in value orientation are the most complicated
type of cultural variation and are required by the fact that in every society there are
several more or less well differentiated types of activities (actions), all of which are
essential to its successful functioning. Kluckhohn and Strudtbeck pointed out that:
“To function successfully every society must have within it some 
persons, either individual persons or groups of persons, who will 
devote themselves to the differing activities of the several behaviour 
spheres. And, if the activities of the differing spheres are to be 
adequately performed, it is necessary that a majority of persons 
choosing each sphere have the rank order of value orientations 
which provides the motivations proper to the sphere.” (Kluckhohn 
and Strudtbeck, 1961, p. 31).
3.6 ENGLAND’S STUDY OF VALUES
G. W. England carried out one of the key studies of managerial values on over 
a thousand American managers (Cook and Slack, 1991). England’s study of values 
(1967) came from his belief that:
1. Personal value systems influence a manager’s perception of the situations and 
problems he faces.
2, Personal value systems influence a manager’s decisions and solutions to problems.
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3. Personal value systems influence the way in which a manager looks at other 
individuals and groups of individuals; they influence the interpersonal 
relationships.
4. Personal value systems influence the perception of individual and organisational 
success as well as their achievement
5. Personal value systems set the limits for the determination of what is and what is 
not ethical behaviour by a manager.
6. Personal value systems influence the extent to which a manager will accept or will 
resist organisational pressures and goals.
In this study of values, England was concerned with the meanings attached to 
his concepts to determine the personal value systems of managers. In addition he was 
concerned with a particular set of concepts in order to give particular meanings that 
could describe the personal value system of the manager, which in turn will be related 
to his behaviour in understandable ways. This assumption is illustrated in Figure 3-1. 
These concepts number 66 in total and are categorised into five classes: goals of 
business organisations, personal goals of individuals, groups of peoples, ideas 
associated with people, and ideas about general topics (Table 3.3).
FIGURE 3-1 
ENGLAND’S ASSUMPTION OF CONCEPT, VALUES, 
BEHAVIOUR RELATIONSHIP
Meaning attached Description of Propositions
to a set of concepts yields personal value yields to behave in
by a manager -----------► system of  ► predictable
a manager ways
Source: England and Keaveny (1969)
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To accomplish his study, England developed a ‘Personal Value Questionnaire’ 
(PVQ) in which he used four scales to represent four modes of valuation. One 
primary and three secondary modes.
1- The Power Mode (Primary) ------------- ► (important-unimportant scale)
The rationale behind the use of this scale is based on the fact that the general value of 
objects or ideas to an individual is largely a function of how important or unimportant 
he thinks the object or idea is. Because of concern about the behavioural effect of 
values, it was necessary to determine why individuals thought certain concepts were 
important or unimportant. To do this, England used three secondary modes of 
valuation:
2- The Pragmatic Mode _______________ ^  Successful Scale
3- The Ethical-Moral Mode ^  Right Scale
4- The Effect or Feeling Mode ^  Pleasant Scale
England reasoned that a combination of both primary and secondary modes of 
valuation would be a better predictor of the likely behaviour of a manager than would 
either mode on its own.
For example, if manager A was generally pragmatically oriented (e.g., when 
he said something was important, he was most apt to see it as successful as opposed to 
right or pleasant), his behaviour would be predicted best by viewing it as a joint 
function of those concepts he thought were important and his pragmatic orientation as 
represented by those concepts he viewed as successful. On the other hand, individual 
B who was generally ethically-morally oriented (e.g., when he said something was 
important, he was most apt to see it as right as opposed to successful or pleasant) 
would behave in a way which is predicted by the joint function of those concepts 
considered important or right. England suggested that in a more general sense a
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manager’s behaviour (insofar as it is influenced by his personal values) is best 
explained by utilising both those things he considers important and his personal modes 
of orientation. This can be expressed symbolically as:
Bv f U" PO)
England utilised the theoretical model needed for his study named the 
Theoretical Model of Specific Time-Space Behaviour to study the personal value 
systems of 1072 American managers. In his model, two major classes of personal 
values are recognised:
1- Operative Values: Those that have greatest influence on behaviour.
2- Intended and Adopted Values: Those that do not directly influence behaviour.
Two primary ways are given in which values can influence behaviour: Channelling 
and perceptual screening (Figure 3.2).
FIGURE 3-2 
THEORETICAL MODEL OF SPECIFIC TIME-SPACE 
BEHAVIOUR
Potential Values
Adopted
N on- V alues
relevant
V alues
For A Operative
Specific V alues
Group
Or
Individ­ Intended
uals V alues
Behaviour Channelling
Alternative Generation 
Alternative Testing 
Decision Making 
Problem Solving
Environmental Influences and constraints
i I i ' ¥  "1
Selecting, Filtering 
and Interpreting 
Incoming Sensory Data
Perceptual Screening 
Source: England and Keaveny (1969)
Limited 
Range o f  
Behaviour
Specific
Time-Space
Behaviour
t  t  t ________
Environmental Influences and constraints
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TABLE 3.3 
CONCEPTS USED TO MEASURE MANAGERS’ VALUES
G o^ p/ rnmmaGoeépfIndividuals
High productivity Leisure Employees
Industry leadership Dignity Customers
Employee welfare Achievement My co-worker
Organisational stability Autonomy Craftsmen
Profit maximisation Money My boss
Organisational efficiency Individuality Managers
Social welfare Job satisfaction Owners
Organisational growth Influence My subordinates
Security Labourers
Power My company
Creativity Blue collar workers
Success Government
Prestige Stockholders 
Technical employees 
Me
Labour unions 
White collar employees
Ideas Âs&ùdMeâ Mem about Geaeral
Taj^
Ambition Authority
Ability Caution
Obedience Change
Trust Competition
Aggressiveness Compromise
Loyalty Conflict
Prejudice Conservatism
Compassion Emotions
Skill Equally
Cooperation Force
Tolerance Liberalism
Conformity Property
Honour Rational
Religion
Risk
Source: England (1967)
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The managerial value profile developed by England to study 1072 managers, 
indicates the responses of these managers to the 66 concepts in value terms with 
implications for behaviour. This profile is shown in Figure 3-3.
From this empirical study of personal value systems on American managers, 
England explored the following results:
1- Personal value systems of managers can be measured meaningfully even though 
such systems are complex in nature.
2- There is a general value pattern as well as a great deal of variation in value systems 
from individual to individual.
3- Personal values operate at the level of corporate strategy and goals as well as at the 
level of day-to-day decisions.
4- Managers’ personal value systems influence and were influenced by the
organisational environment
5- Differences in personal value systems help to explain the nature of conflict between 
individuals while similarity of value patterns is responsible for most 
accommodation among individuals.
6- An empirical study of a personal value system may well be helpful in the effort that 
all must make in the “strain toward consistency” between what one believes and 
what one is.
England’s study has been found very useful in explaining the personal value 
systems of managers. His study has shown, for example, that values influence both 
corporate strategy decisions and managerial decisions. Values can also differentiate 
successful and unsuccessful managers (England and Lee, 1971). Thus, the PVQ has 
proved significant in differentiating between managers within a given culture, and 
between managers from different cultures (England and Kokie, 1970).
England’s unique empirical study was followed by another study he carried out 
in collaboration with Keaveny (1969) utilising the former’s model of Specific Time-
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space Behaviour to study the relationship between managerial values and 
administrative behaviour. They pointed out that the resulting findings must be 
regarded as tentative.
Despite England’s acknowledgement of the importance of behavioural 
channelling (alternative generator, alternative testing, decision making, problem 
solving) and perceptual screening (selecting, filtering, and interpreting incoming 
sensory data), he failed to fully develop this theoretical concept (Weber, 1993). Payne 
(1988) gives the following argument concerning the PVQ:
“Although the PVQ has not had much investigation of reliability or 
validity, it has received a considerable use for revealing differences 
in value orientation among various managerial subsets. The PVQ’s 
attractive feature appears to be its strong focus on values within a 
group, business and organisational context.” (Payne, 1988, p. 274)
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FIGURE 3-3 
MANAGERIAL VALUE PROFILE (N = 1072)
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3.7 ROKEACH’S STUDY OF VALUES
One of the most prominent researchers on values within the social- 
psychological literature is Rokeach (Finegan, 1994). In his study of values, Rokeach 
takes into consideration the concepts of attitudes and belief systems, because of the 
interrelationship among the three concepts and the central position of all of them in 
social psychology. Therefore, the presentation of Rokeach’s contribution to the study
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of values will focus on these two concepts. Rokeach (1973) suggested that the more a 
given belief is functionally connected or in communication with other beliefs, the 
more implications and consequences it has for other beliefs and, therefore, the more 
central the belief. He then proposed the following four defining assumptions or 
criteria of connections:
1- Existential versus nonexistential beliefs: Existential beliefs are assumed to have 
more functional connections and consequences for other beliefs than nonexistential 
beliefs.
2- Shared versus unshared beliefs: Shared beliefs are assumed to have more functional 
connections and consequences for other beliefs.
3- Derived versus underived beliefs: Derived beliefs are assumed to have fewer 
functional connections and consequences for other beliefs than the beliefs from 
which they are derived.
4- Beliefs concerning and not concerning matters of taste: Beliefs which represent 
more or less arbitrary matters of taste are assumed to have relatively fewer 
functional connections and consequences for other beliefs than beliefs that do not 
represent arbitrary matters of taste.
Rokeach then identified five classes of beliefs and described them as follows: 
Type A \ Primitive shared Beliefs: These are not derived from other beliefs and are 
reinforced by a unanimous social consensus among all of one’s reference persons and 
groups. A person’s primitive beliefs represent his “basic truths” about physical 
reality, social reality, and the nature of the self.
Type B : Primitive learned beliefs: These are learned by direct encounter with the 
object of belief, but their maintenance does not seem to depend on its being shared
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with others such as those held on pure faith: phobias, delusions, and various ego 
beliefs arising from learned experience.
Type C: Authority Beliefs: These concern positive and negative authority. This is 
what the sociologists call reference persons or groups. Such beliefs depend on 
learning experiences within the context of the person’s social structure: family, class, 
peer group, ethnic group, religious and political groups, and country.
Type D : Derived Beliefs: These beliefs are learned indirectly from reference persons 
or groups. Such beliefs are derived as second-hand through processes of identification 
with authority.
Type E : Inconsequential Beliefs: these are beliefs that seem to represent more or less 
arbitrary matters of taste. They originate in direct experience with the object of beliefs 
and their maintenance does not necessarily require social consensus.
Hence, the total belief system may be seen as an organisation of beliefs 
varying in depth, formed as a result of living in nature and in society, designed to 
help a person maintain, in so far as possible, a sense of ego and group identity, stable 
and continuous over time (Rokeach, 1976).
While Rokeach defines values as an “enduring organisation of beliefs 
concerning preferable modes of conduct or end states of existence” along a continuum 
of relative importance (Fritzsche, 1995), he defines attitudes as “organisation of 
several beliefs focused on a specific object or situation predisposing one to respond in 
some preferential manner” (Rokeach, 1976).
He believes that to say a person “has a value” is to say that he has an enduring 
belief, and that a specific mode of conduct or end-state of existence is personally and 
socially preferable to alternative modes of conduct or end-state of existence.
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Rokeach continues to argue that once a value is centralised it becomes a 
standard or criterion employed to influence values, attitudes, and actions. He later 
suggested that several considerations led him to place the value concept in nomination 
ahead of the attitude concept:
1- Value seems to be a more dynamic concept since it has a motivational component 
as well as cognitive, affective, and behavioural components.
2- While attitude and value are both widely assumed to be determinants of social 
behaviour, value is a determinant of attitude as well as of behaviour.
3- If a person possesses considerably fewer values than attitudes, then the value 
concept provides a more economical analytic tool for describing and explaining 
similarities and differences between persons, groups, nations, and cultures.
The basic assumption of Rokeach’s study of value and its relation to an
individual’s behaviour is based upon the “two-attitude theory” explained earlier in the
attitude section and expressed in the following statement made by Rokeach (1976):
“Whenever a social object is encountered within a social situation 
it activates two attitudes, Ao and As. Each of these two attitudes 
activates, in turn, a subset of instrumental and terminal values 
with which it is functionally connected. Behaviour toward a social 
object within a social situation will therefore be a function of the 
relative importance of the two activated attitudes, Ao and As 
which, in turn, will be a function of the number and the relative 
importance of all the instrumental and terminal values activated by 
Ao as compared with all the instrumental and terminal values 
activated by As.” (Rokeach, 1976, p. 164).
In his value survey, Rokeach (1973) argues that there are two types of values: 
terminal and instrumental. He then developed an instrument to measure the relative 
importance of 18 terminal and 18 instrumental values included in his value survey.
A- Terminal Values', are values that lead to a desirable end-state of existence.
B- Instrumental Values: are those values that describe preferred modes of conduct.
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He goes on to suggest that although within a given culture people share the 
same values, they differ in the importance they attach to a given value. Thus to 
measure an individual’s value profile, Rokeach has respondents rank 18 terminal 
values and 18 instrumental values separately. Rokeach utilised a ranking scheme 
where each respondent ranked all eighteen values on a scale in order of relative 
importance (Fritzche, 1995). Rokeach has found that different value hierarchies are 
associated with differences in behaviour and attitudes. For example, Rokeach found 
that differences in the ranking of the terminal values “freedom” and “equality” were 
associated with different political ideologies (Finegan, 1994). The values included in 
both scales are shown in Figure 3-5.
One of the most important studies based on Rokeach’s model was that carried 
out by Donald et. al. (1977) to investigate the role of personal values in marketing 
and consumer behaviour. This study supported the importance of personal values in 
behavioural preferences, and was conducted with subjects from two culturally distinct 
regions of the United States in order to test the preposition that values are culturally 
and socially learned. The results indicated that:
1- The subjects were significantly different with respect to their basic value 
orientations, which in turn proved the preposition that values are culturally and 
socially learned.
2- The global values, consumption-related values and the evaluation of product 
attributes were consistent with preference for the consumer products and services.
In relation to decision behaviour, several studies have utilised Rokeach’s 
instrument of terminal and instrumental value survey (Schmidt and Posner, 1982; 
Posner and Schmidt, 1992; Frederick and Weber, 1987; Finegan, 1994; Fritzsche, 
1995). The results and findings of these studies indicated that personal values have a
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significant impact upon preferences, behaviour, and attitudes. But Rokeach’s survey 
does not determine whether and how other factors (i.e. organisation values) mediate 
the effects of personal values on such concepts.
Despite the popularity of ‘Rokeach’s Value Survey’ (RVS), four major 
problems were associated with the instrument (Payne, 1988):
1- Subjects are required to deal with a standard set of values that may not effectively 
describe values that they recognise and view as important.
2- Values are suggested to subjects which may not actually be part of their cognitive 
worlds.
3- Subjects’ agreement on the definitions or meanings of terms used in the instrument 
seems absent.
4- Interpretations of high and low value rankings are not clearly enough defined.
TABLE 3.4 
ROKEACH’S VALUES SURVEY
Temmed Values
1- A comfortable life (a prosperous life)
2- An exciting life (a stimulating, active life)
3- A sense o f accomplishment (lasting contribution)
4- A world at peace (free o f war and conflict)
5- A world o f beauty (beauty o f nature and arts)
6- Equality (brotherhood)
7- Family security (taking care of loved ones)
8- Freedom (independence, free choice)
9- Happiness (contentedness)
10- Inner harmony (freedom from inner conflict)
11- Mature love (sexual and spiritual intimacy)
12- National security (protection from attack)
13- Pleasure (an enjoyable, leisurely life)
14- Salvation (saved, eternal life)
15- Self-respect (self-esteem)
16- Social recognition (respect, admiration)
17- True friendship (close companionship)
18- Wisdom (a mature understanding of life)
JnstmmnM Values
1- Ambitious (hard-working, aspiring)
2- Broadminded (open-minded)
3- Capable (competent, effective)
4- Cheerful (lighthearted, joyful)
5- Clean (neat, tidy)
6- Courageous (standing up for your beliefs)
1- Forgiving (willing to pardon others)
8- Helpful (working for the welfare of others)
9- Honest (sincere, truthful)
10- Imaginative (daring, creative)
\\-Independent (self-reliant, self-sufficient)
12- Intellectual (intelligent, reflective)
\3-Logical (consistent, rational)
14- Loving (affectionate, tender)
15- Obedient (dutiful, respectful)
16- Polite (courteous, well-mannered)
\1 - Responsible (dependable, reliable)
\%-Self controlled (restrained, self disciplined)
Source: Fritzsche (1995)
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3.8 ALLPORT’S STUDY OF VALUES
A significant study of values was conducted by Allport et al. Allport’s test was 
designed primarily for use with college students, or with individuals who had some 
college education. The instrument was originally published in 1931, and revised by 
the authors in 1951, 1961, and 1968. In the study of values. Allport et al. (1960) 
aimed to measure the relative prominence of six basic interests or motives in 
personality: the theoretical, economic, aesthetic, social, political, and religious. The 
classification is based directly upon Eduard Spranger’s “Types of Men” . The 
instrument consists of two parts with a number of questions in each part, based upon a 
variety of familiar situations to which two alternative answers in part I, and four 
alternative answers in part II are provided. In all, there are 120 answers, 20 of which 
refer to each of the six values. To identify a subject’s value profile, the authors 
indicated the following steps:
a) The subject records his preferences numerically next to each alternative answer.
b) His scores on each page are then added and the totals transcribed onto the score 
sheet.
c) The page totals belonging to each of the six values are then summed.
d) These six total scores are plotted on a profile, so that the subject may see the 
significance of his standing on all the values simultaneously.
The scale aims to measure more than a single variable. It does not measure the 
absolute strength of each value, but their relative strength, so a high score on one 
value can be obtained only by reducing the scores on one or more of the other values 
correspondingly.
Allport (1965) adopted a study to examine the relationship between the value 
profile held by the subject and his future career. This was to specifically examine the
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prediction power of his test. He has proved that the test given in college was highly 
predictive of occupational careers followed by Wellesley students fifteen years after 
graduation from college. The following table shows different occupational groups and 
their value orientation scores from Wellesley mean scores:
TABLE 3.5 
SIGNIFICANT DEVIATION OF SCORES ON THE STUDY OF 
VALUES FOR OCCUPATIONAL GROUPS OF WELLESLEY 
ALUMNI FROM WELLESLEY MEAN SCORES
Occupational groups Bcmomkt Social Political
Itesiacss W alters 64 Lower Higher
42 Higher Lower Lower
LUeawy wotkcrs 40 Higher Lower Higher
A itW ew m & ers 37 Higher Lower
' S c i S i c  w ïïlœ rs 28 Higher Lower
24 Higher Lower Lower
Social wurKm 26 Higher
Rehgtous workers 11 Lower Higher
Source: Allport (1965)
Allport’s study of values has been used in a variety of settings and has 
demonstrated high reliability and validity. Guth and Taguiri (1965) studied 653 
industrial managers, 178 research managers, and 157 scientists using the Allport test. 
They studied the need for a corporate strategy related to managers’ personal values, 
and their findings support the need for a corporate strategy that corresponds to those 
personal values. Guth and Taguiri showed how managers’ values influence choices of 
strategy within the corporation (Thomas, 1997).
Palmer (1983) utilised the Allport scale of values in studying the personal 
values of male and female business college students. The study concentrated on the 
differences between male and female business students and discovered the following:
1- The value patterns of men and women are dissimilar
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2- The value pattern of male students is similar to those held by traditional managers. 
Recent studies have found that Allport’s "study o f values' is a useful test to
apply, and is one of the most commonly used measures to assess an individual’s
values (Kumar and Thibodeaux, 1998).
3.9 ROWE AND BOULGARIDE’S VALUE INVENTORY
As described above, Allport’s study of values is well validated and has been 
accepted by the professional community for many years. But after years of experience 
with the Allport values test, it was felt that a more efficient design could be achieved 
(Rowe and Boulgarides, 1992). Rowe and Boulgarides came up with a new values 
model called the “Values Inventory Model” based on Allport’s values as a baseline 
and reference point. Instead of the six values of Spranger and Allport, Rowe and 
Boulgarides argue that there are only four categories of values, although their values 
categories relate directly to the six Allport categories. The four categories of the VI 
(value inventory) are generic values and in effect capture the fuller Allport categories, 
A comparison of the Allport values test and the VI is shown in Table 3.6.
TABLE 3.6
COMPARISON OF ALLPORT VALUES AND VI
Alport Valms Invefi^ ry
Economic Pragmatist
Political
Theoretical Theorist
Aesthetic Idealist
Social
HumanistReligious
Source: Rowe and Boulgarides (1992)
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The VI value categories can be described as follows:
1- Pragm atist: This individual is a composite of the Allport economic and political 
values. He/she is interested in power, material things, success, and wealth. This type 
is typical of the American businessman/woman.
2- Theorist: This individual is similar to the Allport theoretical person. An abstract 
thinker, he/she depends on knowledge for influence. The theorist has a need for 
position and status from which he or she derives a feeling of self-esteem. This type is 
typically found in technical professions such as engineering.
3- Idealist: This value is similar to the Allport aesthetic. The idealist values autonomy 
and independence of thought, and may be a utopian.
He/she is sometimes unrealistic, but not as materialistic as the pragmatist or theorist. 
The idealist tends to search for self-actualisation as described by Maslow. He/she 
shows concern for others and appreciates the arts.
4- Humanist: This value combines the qualities of the Allport social and religious. 
He/she is very concerned about society as a whole and is compassionate towards the 
less fortunate. The humanist is not materialistic, is willing to work and share, and is a 
loyal individual. The complete Rowe-Boulgarides Values Inventory Model is shown in 
Figure 3-4.
As previously mentioned. Allport’s study of values has shown validity over the 
years, and consequently, in order to validate the VI, Boulgarides (1983) correlated it 
with the Allport test by adopting a study of 404 architects. The results supported the 
assumption of consistency between the VI and the Allport values test.
The values inventory test is scored in a similar way to the decision style 
inventory of Boulgarides (1983). When taken together, the two instruments provide 
powerful measuring tools, which help us to better understand the decision-maker and 
to better predict the behaviour and decision he or she will make (Rowe and 
Boulgarides, 1992).
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FIGURE 3-4 
ROWE-BOULGARIDES VALUES INVENTORY MODEL
Internal
Beliefs
Self-oriented Theorist Idealist
(tliinking) Abstract Aesthetics
Trutli Influence Autonomy
Ethics Knowledge Self-actualisation
Courage Perfection Esteem
Morality
Others-oriented Pragmatist Humanist
(action) Economic Social
Service Political Interpersonal
Loyalty Plenty Religious
Achievement Compassion
Consistency
Technical focus Social Concerns
Work etliic Supportive
Productive Honesty
Efficiency Security
Competence Freedom
External Concerns
Source: Rowe and Boulgarides (1992)
Several topics have been clarified in this chapter; firstly, the nature of human 
behaviour as well as those factors that have influences upon this behaviour (i.e. 
personal and environmental factors), personal factors, including human needs, values, 
and attitudes, and two types of environmental factors were identified, internal and 
external forces. The literature presented in the previous and the present chapters is 
summarised in Figure 3-5.
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3.10 CONCLUSION:
During the last few decades numerous authors and psychologists have paid 
great attention to human behaviour. Their research has indicated that human 
behaviour is a result of the interaction between personality and environment, and that 
an individual’s personality is identified in terms of its traits, or the ways in which one 
individual differs from others. Personal traits could be motivational (i.e., needs, 
attitudes) or common/unique traits (values). They also discovered that such traits, as 
well as environmental forces, were significant components of human behaviour.
With respect to the nature of human behaviour, the early economic theories 
have described human behaviour as ‘rational’. We have, however, discussed the 
problems associated with the rational model, which are as follows
1- Incompleteness of knowledge
2- Difficulties of anticipation
3- Limited scope of behaviour alternatives
Psychologists and behaviourists have similarly looked for other factors that 
could have influences upon human behaviour, and which could offer a better 
understanding of it. This chapter has attempted to present the theoretical 
underpinnings for those major factors both in general and in terms of individuals’ 
behaviour in the workplace, and which can be summarised as follows:
1- Human needs have been found to direct human behaviour toward self-actualisation. 
Hence, organisations should identify their individuals’ needs and goals in order to use 
the appropriate motivational and reward systems.
2- Values have been found to determine and govern individuals’ behaviôur to be 
specifically oriented based on these values. Hence, organisations should select 
individuals that match their values and policies. Organisations should also realise their
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responsibility for providing a suitable organisational environment through which their 
members and managers can work effectively to achieve their objectives.
Authors and psychologists have developed several significant instruments to study 
individuals’ values and value systems. Some of these studies have produced only 
tentative results and suggestions, whereas others have come up with encouraging results 
that could be useful in studying some organisational aspects.
3- A person’s attitudes are influenced and shaped by his/her values. An individual’s 
behaviour has been found to be a function of two interacting attitudes: an attitude 
towards an object, and an attitude towards a situation. An individual’s behaviour can 
be predicted more effectively if it is based on knowledge of the cognitive interaction 
between these two attitudes.
4- A person’s intention, the amount of control over the behaviour, and past behaviour 
were found to be important factors in predicting an individual’s behaviour, based on 
the theory of reasoned action and planned behaviour of Fishbein and Ajzen, Ajzen 
himself, and Bentler and Speckart’s attitude-behaviour model.
The literature presented in this chapter can be viewed as representing the main 
stream of research, from which a significant tool can be developed to study managers’ 
value systems, as well as some organisational and behavioural aspects in the 
workplace.
Having gained a useful idea about human motivation, attitudes, and values, it 
seems important now to provide the reader with background information on Saudi 
culture and society which will be useful in the empirical work of this thesis and 
particularly in selecting the appropriate tool to identify the personal and managerial 
value patterns of Saudi executives. The next chapter, therefore, will devote itself to 
the presentation of the Saudi culture and its characteristics.
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CHAPTER FOUR 
BACKGROUND INFORMATION ON SAUDI ARABIA, 
GENERAL CHARACTERISTICS
4.1 INTRODUCTION
The central objective of this chapter is to present a general background of 
Saudi Arabia. The main characteristics of the Kingdom such as: location, area, 
population, religion, its political system, economic development, and the major factors 
that have shaped the Saudi society will be discussed and clarified. Since Saudi Arabia 
is an Islamic State, it is also necessary to include those factors that influence 
management thinking within the Islamic world and the Kingdom.
For the last fourteen centuries, thought, behaviour, and work have produced 
significant factors that have had an influence upon Arab individuals (All, 1990; 
Berque, 1970). This influence has led to different reactions and behaviour at various 
times and in different situations (Ali, 1990). It is therefore important to provide the 
reader with a general perspective on the impact of historical factors upon management 
thought before outlining Saudi characteristics in a contextual sense. This chapter is 
consequently committed to clarifying the following aspects:
1. The historical factors that have influenced Arab management thought and 
contemporary Arab management thinking.
2. Historical and general background information on Saudi Arabia with some 
concentration on those events that have shaped the Saudi culture and society.
3. The political and administrative system in S.A.
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4. The Saudi economy and economic development as well as the main achievements 
of the Five-Year Development Plans.
5. The factors that have shaped contemporary Saudi culture and society.
6. Brief background information on Islam and Islamic teachings and beliefs.
It was mentioned in the introductory chapter that Saudi Arabia is a unique 
country with respect to the fact that it has a single religion, Islam. However, to 
understand the main characteristics of the Kingdom and the political, economic and 
social changes it has endured, it should also be noted that Islam affects almost every 
aspect of Saudis’ life and the state in general. The role of Islamic religion in 
influencing people’s environments, and managerial conduct in organisations in Saudi 
Arabia will be discussed in detail in the next chapter. The main topics of the present 
and following chapters, as well as their role in influencing the Saudi managers’ 
thought and style are summarised in Figure 4-1.
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FIGURE 4-1
A FLOW CHART INDICATING THE IMPACT OF BOTH SAUDI 
CONTEXT AND THE HISTORICAL FACTORS ON SAUDI
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FIGURE 4-2
THE MAP OF THE KINGDOM OF SAUDI ARABIA
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4.2 HISTORICAL INFLUENCES
With respect to historical influences, five factors appear to be particularly 
significant in influencing Arab managers today (Ali, 1990):
1- Islamic religion.
2- Tribal and family traditions.
3- The Influence of colonial bureaucracies and the Ottoman Empire (1412-1918).
4- Increasing contact with the West in recent decades, and the development of 
pragmatism.
5- Government intervention and political constraints.
4.2.1 The Influence of Islam
Since the sixth century, knowledge, trade, industry, agriculture, and the 
construction of complex organisations has flourished. For Muslims, religious 
principles served as guides in conducting their business and family affairs. Current 
management thinking and practices continue to be influenced by various and different 
Islamic schools of thought. Ali divided Islamic thought into six schools. These schools 
are presented as follows:
1- Jarbria School (661-750): this school was founded by A1 Jahm Bin Safwan Al- 
Rasiby and emphasises compulsion and predestination. This school believes that 
man is not responsible for his actions. According to this school, a man does not 
need to use rational arguments, but only needs to follow and accept a leader’s 
instructions. The role of the absolute leader who has answers to everything and 
provides rewards or punishment is glorified. Organisation and organisational work­
groups are subordinate to the role of the authority figure.
2- Ikhtiar School (101-177 A.H.): this school was founded by Wasil Bin Ata’a Al- 
Makhzomy. This school shares the Tafwiz emphasis on free choice, but differs in 
the beliefs about man’s capacity to turn evil into good. This school believes that
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man is a responsible social actor striving to work with the group and to achieve the 
group goals in a harmonious and cooperative environment.
3- The M utazilas (101-177 A .H .): or ''rationalistic schooV\ This school was also 
founded by Wasil Bin Ata’a Al- Makhzomy and believes that all knowledge must 
be attained through reason. This school believes that wrong or right must be 
referred to a reason. As in the Ikhtiar School, the Mutazilas believe that 
performance is the criterion for reward and punishment. Man, according to this 
school, is able to distinguish between right and wrong. It emphasises the 
importance of democracy as a prerequisite to action and the prosperity of society.
4- Ikhwan-us-Safa (Brothers in purity, 351 A .H .): this school arose in the tenth 
century as a result of the oppressive practices of the Jabria school. It was founded 
by Muslimah Ben Qasim Al Andalsy. This school believes that faith without work 
and knowledge without practice are worthless. It places a strong confidence on 
man’s ability to make progress and to control the environment. Its main 
contribution was the belief that liberty of intellect is an essential precondition for a 
creative and healthy society and that corruption and disorder are indicative of 
despotism.
5- Ibn Rushd o r (Averroes, 1126-1198): it was founded by Abu Alwaleed 
Muhammed Ben Ahmed Ibn Rushd. This school believed that both will and 
external environmental forces are behind people’s actions. According to this 
school, the democratic process is the ideal organisational form, and autocracy is 
believed to open the door to human misery. Furthermore, perfection can only be 
attained by study and speculation. In addition, women are considered equal in 
every capacity to men.
88
6- Tafwiz School (the founder and its period are unknown): emphasises free will 
and unqualified discretion in the choice of wrong and right, because rules and 
regulations constrain human and organisational life. Employees assume different 
tasks and duties, and collective responsibility is preferred.
Unfortunately, most of the above Islamic schools have had no apparent 
influence on many contemporary Arab administrative systems or on business and 
personal activities performed in most Arab countries, and have become part of 
history. The exception is the Jabria School, the influence of which is apparent in what 
is known today as the authoritarian managerial style which is a feature of 
administrative systems in most Arab States.
4.2.2 Tribal and Family Traditions
Managers oriented towards tribal and family traditions behave as fathers and 
are willing to hold all the responsibilities of business. Although this orientation is not 
necessarily negative (caring about the welfare of employees, and personalised 
subordinate relations), Ali mentioned that these orientations do suggest an 
authoritarian style. The authoritarian structure is commonly apparent in large Arab 
organisations, whether public or private.
According to Ali (1990), managerial approaches to creativity and problem 
solving (e.g., teamwork and cooperation) are also influenced by tribal perceptions, 
because individuals influenced by tribal traditions are not willing enough to work 
within groups outside the family and the tribe.
89
4.2.3 The Influence of the Ottoman Empire (1412-1918)
Management in the Arab world is still a captive of the bureaucratic structures 
and systems inherited from long periods of Ottoman Imperial rule. The Ottoman 
Empire demanded complete obedience and condemned creativity and independent 
thinking. The influences of such structures and systems are reflected in orientations 
that stress centralisation of authority, rigid rules and regulations, divisions of labour 
and low tolerance of ambiguity and autonomy (Ali. 1995).
Despite the effects of the Ottoman Empire on Arab administration structures, 
managers of modern Arab organisations have come to realise the importance of
modern managerial functions and skills (e.g., efficient communications, lines of
authority and responsibility, high productivity, etc) along with the preservation of j
traditional values, norms, and conduct (e.g., personal connections, priority for |
i
relatives and well-known individuals, etc.) (Al-Kubaisy, 1985). !
1
4.2.4 Ottoman Empire as an Islamic Empire
As an Islamic Empire, the Ottoman Empire initially brought many advantages 
to the Islamic world. Firstly, it united the Islamic world under one leadership which 
promoted the feeling of unity amongst Muslim individuals. Secondly, it looked after 
the Two Holy Mosques in the Western part of the Arabian Peninsula which 
encouraged the respect of Muslims everywhere. Thirdly, it motivated the 
dissemination of knowledge and science which contributed greatly to the development 
of many areas of scientific endeavour in the Islamic Empire.
Although these advantages have had a lasting effect on Arab managerial styles 
by strengthening the Islamic values and beliefs of Arab individuals, they have also led
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to a strengthening of some tribal and traditional values and beliefs which in turn lead 
to authoritarian structures and practices as mentioned previously.
4.2.5 Western contacts and the growth of pragmatism
The discovery of oil and its consequent results have generated a new middle 
class, and developed social services (i.e., improved education, health care, 
communications, and mobility), paired with increased interaction with industrial 
cultures. According to Ali, these new conditions have strengthened the influence of 
pragmatic values and approaches. The pragmatic manager, according to Ali, tends to 
be aware of the misuse and waste of organisational resources, and is sensitive to the 
image of his organisation.
4.2.6 Government Intervention and Political Constraints
Governmental and political restrictions are the most important and major 
factors that influence managerial orientations and practices in Arab organisations. The 
nature and role of government have changed since the late 1950s. Ali specified two 
major factors that have contributed to these changes:
1- The rise of self-claimed socialist states in some parts of the Arab world (e.g., 
Algeria in 1962, Egypt in 1952, Iraq in 1958).
2- Increasing oil revenues in some other states and the subsequent introduction of 
state planning (e.g., Saudi Arabia introduced its first development plan in 1970).
Ali (1990) argued that “Arab governments, preoccupied with their survival, 
often neglect the strategic importance of economic and human development. In the 
case of conservative states (e.g., Saudi Arabia) and as a result of oil discovery and 
economic expansion, however, new opportunities were opened to the population to
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gain skills and become involved in business activities. The last two decades (until the 
start of the Iraq-Iran War in 1981) witnessed government support for economic 
activities that furthered the development of independent managers” .
Ali concluded that the influences of the colonial bureaucratic and Ottoman 
autocratic systems, and tribalism, are characterised in the following: hierarchical 
authority, rules and regulations contingent on the personality and power of the 
individuals who make them, an “open door” policy, subordination of efficiency to 
human relations and personal connections, indecisiveness in decision making, 
informality among lower-level managers, and a generally patriarchal approach. 
Nepotism plays an important role in selecting upper-level managers, but qualifications 
are valued in the selection of middle and lower-level personnel.
The position taken by Ali (1990) that management thought in the Arab world is 
a result of its various historical problems was strengthened during the Kuwaiti crisis 
(1990-91).
However, according to a more recent publication by Ali (1995), the Kuwaiti 
crisis has proved that Arab political, economic and social systems are inadequate in 
their dealings with internal and external threats. This failure has various practical and 
theoretical implications for business, the most important of which is that management 
thinking has not made progress in analysing or anticipating major events. This in turn 
means that Arab scholars and figures not only failed to predict the severity of the 
economic pressures faced by Arab governments in terms of their foreign debt crisis 
and their urgent needs for cash flow, but failed to appreciate their growing 
international and external obligations as well.
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4.3 CONTEMPORARY ARAB MANAGEMENT THOUGHT
Most Arab management books are just translations of American textbooks and 
theories (e.g., Aljouhr, 1981; Al-Sabab, 1980, 1981; Assaf, 1983; Fatimi, 1976; 
Hamour, 1987; Raauf, 1979; Yeas and Aglani, 1979) (Ali, 1995). Contemporary 
Arab management scholars can be classified into two groups, according to either their 
personal orientations or their approaches. Within the first category of personal 
orientations are Western imitators and Alienated scholars (Ali, 1995). Ali explains 
these groups as follows:
The W estern Im itators are considered the largest group among business authors and 
scholars. Despite their Western education, their writing is not original, but merely 
translations of Western theories. They are motivated by financial gain or promotion 
and resort to easy translations of foreign contributions instead of engaging in initiative 
thinking.
The Alienated Scholars: the alienated scholars are those who devote their time and 
activities to furthering business education unlike Western imitators who depend on 
direct translations in their writing. Unfortunately, in the Arab world where there is an 
absence of reward, a lack of respected collections in libraries and a limited access to 
foreign contributions, the alienated scholars have found it difficult to achieve 
acceptable living standards, or to grow professionally under such conditions.
According to their approach, Ali classified Arab management scholars into: 
Westernised, Arabised, and Islamised scholars
1- The W esternised group attempts to develop Arab management thought by 
adopting Western experience, thinking, and practice. Two approaches are adopted: 
environmental and behavioural.
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The environmental approach emphasises the environmental factors that influence 
managerial thought through political, economic, legal, social, and religious practices. 
According to Ali, (1995), various authors have contributed to the advancement of this 
approach (e.g., Abd-Al-Khaliq, 1984; Al-Arji, 1980, 1983a, 1983b; Ayubi, 1988; 
Badran and Hinnings, 1981).
Where the environmental approach focuses on the external factor 
(environment), the behavioural approach concentrates on the internal forces within 
the work environment (e.g., motivation, values, beliefs, decision styles, and other 
behavioural variables). Ali suggests that behaviourists, psychologists, and political 
scientists have had some success in explaining behavioural and attitudinal dimensions 
long neglected in the Arab world, among them: Abdel-Halim and Al-Tuhaih, 1989; 
Al-Hegelan and Palmer, 1985; Al-Meer, 1989; Al-Nimir and Palmer, 1982; At- 
Twaijri, 1989; Muna, 1980. The findings of these studies according to Ali show that 
although Arab managers are far from homogeneous in their orientations, most Arab 
managers appear to show the basic values that reflect Islamic and tribal traditions.
2- The Arabised scholars: their efforts are devoted towards the development of 
management theory relevant to Arab culture. Ali specifies some of the most well 
known scholars of the Arabised school who are as follows: Khadra (1990); Al- 
Kubaisy (1985); and El-Fathaly and Chacherian (1985). Although these contributions 
(analytical and critical analysis of management practices) represent a step in the right 
direction, they tend to rely heavily on Western orientation while attempting to 
“Arabise” theory. Theory building and testing can only be strengthened through co­
ordination between Arab scholars from different fields (e.g., sociology, psychology, 
and public policy). Ali argued that ‘the Arabised group needs to be more critical and 
innovative if it is to sensitise managers to the deficiencies in current systems’.
94
3- The Islamicised approach. Scholars of this school have found that current 
managerial practices in the Arab world are not Islamic. Hence, the emphasis of this 
school is on the use of Islamic values and traditions in conducting business 
transactions. This approach has flourished during the last two decades. Ali indicated 
that some scholars strive to study Islamic principles by relying on behavioural and 
social techniques and by using reason and logic in their discourse and research. Where 
these scholars have found that Arab rulers are responsible for Arab cultural 
alimentation and disorientation, other groups have pointed only to tribalism and 
personalism as an issue critical to Arab management thought.
It would appear that management styles and practices in the Arab world serve 
the interests of political figures instead of managers being agents of the stockholders 
or company owners, working for the benefit of their employees and organisations 
(Ali, 1995). This would stimulate the development of modern managerial theories and 
styles which could improve their organisational effectiveness, as happens in the West. 
Ali indicates that in the United Sates for example, where the political and professional 
conditions are appropriate, various management models have been developed to serve 
the stockholder and owners of capital. We can thus deduce, according to Ali, that the 
Arab environment is not conducive to management theory developing in a way that is 
relevant to Arab culture because of the following reasons:
1- The lack of an effective educational system;
2- The lack of private colleges and universities;
3- The lack of professional associations and foundations that support research and 
maintain an active network among Arab scholars and trade organisations across the 
Arab states.
95
4.4 SAUDI ARABIA: LOCATION AND AREA
The Kingdom of Saudi Arabia is located in the south western part of the Asian 
continent, and is in an intermediary position between Asia, Africa, and Europe, 
Jordan, Iraq and Kuwait are to the north of Saudi Arabia. Oman and Yemen are to the 
south. The Arabian Gulf, Bahrain, Qatar and the United Arab Emirates are to the east 
and the Red Sea is to the west. With an area of 2,240,000 square kilometres, Saudi 
Arabia also makes up about 80% of the total area of the Arabian Peninsula.
4.5 CLIMATE
The climate of the Kingdom varies according to the landscape and the effect of 
seasonal high pressure. In general, it is hot and dry in the summer, and cold and dry 
in the winter, except for the narrow areas along the coast where it is mild because of 
the sea. The temperature increases noticeably in the inland during summer.
4.6 POPULATION AND RELIGION
The primary results of the general census of the population and houses, which 
took place in 1992, showed that the population of the Kingdom was 16,929,294 
persons among which 12,304,835 are Saudis (Table 4.1). Since Islam is the religion 
of the country, all Saudis are Muslims. Since Muslims believe that “There is no God 
but Allah, and Mohammad is his last Messenger”, and that Allah is the creator and 
controller of the universe, Islam plays a vital role in shaping almost every aspect of 
Saudi life.
TABLE 4.1 
SAUDI ARABIAN POPULATION FIGURES
C m g ù r ÿ M a k s ta m k  1
Saudi Nationals 6,211,213 6,093,622 12,304,835
Non-Saudi 3,255,328 1,369,131 4,624,459
Total 9,466,541 7,462,753 16,929,294
Source: General Statistics Department (1993).
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4.7 THE POLITICAL AND LEGAL SYSTEM
Saudi Arabia is a monarchy, ruled by a King who is also the head of the 
Council of Ministers. The King and the Council of Ministers are the executive powers 
in the country. The aim was to complete the organisation of the State on the basis of 
the Islamic Sharia. The Basic Government System was issued on the first of March 
1992. It aimed to cover the various aspects of life in the Kingdom whilst also directing 
the political conduct of the government. The system’s first article states: “The 
Kingdom of Saudi Arabia is a fiilly sovereign Arab, Islamic State. Its religion is 
Islam. Its constitution is the Quran and the Sunnah (Hadith) of the Prophet (Peace be 
upon him), its language is Arabic...” Hence, the main sources of the Kingdom’s 
constitution are the Holy Quran and Sunnah (the Prophet Mohammad’s Teachings). 
All laws and regulations in the Kingdom are derived from the Islamic Sharia as stated 
in the Holy Quran and the Sunnah, and all laws and regulations should be referred to 
the “Senior Ulama committee” (Religious Scholars chosen by the King) to ensure that 
they do not contravene Islam. On the same date, the Custodian of the Two Holy 
Mosques, King Fahad Ibn Abdul-Aziz issued the Royal Decree No. A/91, approving 
the Al Shura Council System which was based on an adherence to the path of Allah 
(God), and which stuck to Islamic legislation sources. This Council is made up of a 
speaker and 60 members who are selected by the King from among scholars, experts 
and specialists. The Basic Government and Al Shura Council Systems were issued 
simultaneously with the Provinces System and the result is that instead of the five 
administrative provinces which existed in the past, the Kingdom of Saudi Arabia is 
now made up of 14 provinces, whose individual aim is to improve their administrative 
efficiency and development within the Kingdom (Ministry of Information, 1992).
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4.8 HISTORICAL BACKGROUND
The Kingdom of Saudi Arabia covers about four fifths of the Arabian 
Peninsula which has witnessed the rise of many civilisations, all of which have been 
eclipsed since the dawning of Islam in 611.
Before the unification of the Kingdom, security was totally non-existent in the 
Arabian Peninsula. Struggles between tribes were always present and robbers and 
thieves often attacked caravans of pilgrims arriving by land or sea to the holy places 
(Ministry of Information, 1992).
The influence of Al-Saud began in 1744 when Imam Mohammed Ibn Saud, the 
governor of Al Deriyah near Riyadh, supported Sheikh Mohammed Ibn Abdul 
Wahab, a devout Muslim Reformer, when he launched his efforts in the town of Al 
Oyaynah near Riyadh, urging people of the Peninsula to come back to the true faith of 
Islam (Al-Farsy, 1990; Ministry of Information, 1992). Imam Mohammed Ibn Saud 
devoted his efforts in the service of Islam and waged Jihad (the Holy struggle) against 
deviators from the right path until he died in 1765 (Ministry of Information, 1992).
Having presented brief background information on the history of the Arabian 
Peninsula, it is now time to turn to the development of the Saudi State. Historians 
divide the development of the Saudi State into three periods (Ministry of Information, 
1994):
4.8.1 First period; 1744-1819
This period began when the ruler of Diriya (near Riyadh), Prince Mohammad 
Ibn Saud, and Sheikh Mohammad Ibn Abdel Wahab agreed to join forces. Four rulers 
reigned over the Saudi State during this period which ended in 1819 when the 
Ottoman State undertook a military campaign, led by Ibrahim Bashah.
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4.8.2 Second Period; 1824-1891
This period started in 1824 when Imam Turki Ibn Abdullah occupied Riyadh 
and liberated the Najd region (the central part of Saudi Arabia) from the Ottoman 
forces of Mohammad Ali Basha, and ended in 1891 when Mohammad Ibn Rasheed, 
the ruler of Hail (North of Saudi Arabia), occupied Riyadh from Abdel Rahman Al 
Faisal, (King Abdul-Aziz’s father), who migrated with his family to Kuwait.
4.8.3 Third period; since 1902:
This period started in 1902 when King Abdul-Aziz recaptured Riyadh and 
began the unification process. Al-Saud Jihad (the Holy Struggle) in the service of 
Islam has played a vital role in the existence of the current developing state. Al-Saud 
Jihad continued since the era of Imam Mohammed Ibn Saud and up to the era of King 
Abdul-Aziz, the founder of the Kingdom of Saudi Arabia in 1932. King Abdul-Aziz 
(1932-1953) won many wars against tribes who were against the unification of the 
Arabian Peninsula under the rule of Al-Saud. He also captured the eastern province 
from Ottoman forces. After 31 years of struggle, he declared the establishment of the 
Kingdom of Saudi Arabia on 23 September 1932, which is the country’s national day. 
During this era. King Abdul-Aziz established the administrative and economic 
structures of modern Saudi, and assured its recognition as a nation-state by the West 
(Ministry of Information, 1994).
4.8.3.1 King Saud (1953-1964),
During this era King Saud supported educational development at all levels by 
establishing the King Saud University in 1957 at Riyadh, and the Islamic University 
and Public Administration Institute in 1960. The Public Administration Institute has 
been playing a significant role in managerial development in the Kingdom ever since.
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Its major objectives are designing and carrying out various managerial training 
programmes for those in need from both public and private sectors, and adopting 
various administrative research programmes as well. Laws and regulations covering 
all aspects of life were formulated during the era of King Saud (Ministry of 
Information, 1992).
4.8.3.2 King Faisal Era (1964-1975).
During this period encouraging steps were taken towards economic and social 
development. It is an era which was characterised by a quickening pace of 
development, specifically in the establishment of the infrastructure for modernisation, 
with the state taking the initiative in implementing large industrial projects, utilising 
the country’s oil and mineral resources. During this era the State started to adopt a 
five-year development plan method, the first of which was worked out for the period 
1970-1975 (Ministry of Information, 1992, 1994).
4.8.3.3 King Khaled Era (1975-1982).
This era was characterised by the intensification of development efforts, due to 
the growth of oil revenues. It also witnessed the establishment of two of the biggest 
industrial complexes, SABIC (Saudi Arabia Basic Industry Corporation) in 1976 in 
Jubail on the east coast, and Yanbu Industrial City in 1979 on the west coast of the 
Kingdom (Ministry of Information, 1992, 1994).
4.8.3.4 King Fahad (1982-tiIl the present day)
King Fahad adopted the title of the “Custodian of the Two Holy Mosques” in 
1986, and has devoted his efforts to the development and improvement of the Holy 
places in Mekka and Medina in the western province of S. A (Ministry of Information, 
1994). In 1991, King Fahad played a historic role in the liberation of Kuwait.
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4.9 THE SIGNIFICANCE OF THE KING FAISAL ERA
The King Faisal era is considered the most important and remarkable era in
Saudi history. During this era the country began to modernise and major changes in
almost every field of Saudi society began to take place.
King Faisal was quoted in 1973 as saying (Nehme, 1994):
‘‘Revolutions can come from thrones as well as from conspirators' 
cellars. We need everything in this country, but stability is the first 
priority.” (Nehme, 1994, p. 632).
There were two significant elements within Saudi society at this time, the 
conservatives and the modernisers, and in its movement for change, the Saudi 
government satisfied both by giving modernisers what they needed without sacrificing 
Islamic values and principles.
According to Nehme, the conservatives were those who wanted things to stay 
as they were before the discovery of oil, and considered any attempt to change the 
inherent cultural values and traditions as a threat to the community (those who were 
not positively affected by the oil exploitation). On the other hand, modernizers were 
not only those who represented the new classes and were favourably affected by oil 
exploration, but were those who called for change and reform.
Being aware of the fact that loyalty to Islam is indisputable among all Saudis, 
King Faisal decided to convince the traditionalists of the necessity for progress by 
using religious logic, saying that (Nehme, 1994):
“Our religion.... requires us to progress and advance and to bear 
the burden of the highest tradition and best manners. What is 
called progressiveness in the world today, and what reformers are 
calling for, be it social, human, or economic progress is all 
embodied in the Islamic religion and laws.” (p. 633).
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During the 60s, King Faisal announced his ten-point development programme. 
This programme’s main objectives were to complete the basic infrastructure of 
government services, and to establish its supporting institutes. It also provided the 
expansion of communications, the development of education, and growth in 
employment (Ministry of Planning, 1995; Ministry of Information, 1992; Nehme, 
1994).
The “Central Planning Organisation” was set up in 1964 for the purpose of
drawing up five-year plans to organise the country’s development in the areas of data,
statistics, reports and documents covering all domains of life in the Kingdom
(Ministry of Information, 1992).
In the mid 1390s A.H, (1970 AD), the CFG (Central Planning Organisation)
submitted to King Faisal the first five-year plan covering the period from 1970-71 to
1974-75. Its objectives were to maintain Islamic values, and to raise the living
standards and welfare of Saudi people, whilst providing material security and
maintaining economic and social stability (Al-Farsy, 1990).
By submitting the first development plan, Saudi Arabia started an era of
organised comprehensive development. Since the Saudi five-year plans were based on
free-market concepts which were justified by Islamic laws, the following quotation of
King Faisal is especially significant (Nehme, 1994):
“We are going ahead with extensive planning, guided by our 
Islamic laws and beliefs... we have chosen an economic system 
based on free enterprise because it is our conviction that it flts 
perfectly with our Islamic laws and suits our country...” (p. 635).
It is worth mentioning, however, that before the era of planning, Saudi society 
was basically a community which emphasised its religious and tribal traditions. Yet, 
the Saudi approach to development is nevertheless described as distinctive in the
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history of the free market system, because its material and social objectives are 
derived from Islamic and cultural ethical principles (Ministry of Planning, Sixth Plan 
1995-2000; Nehme, 1994).
4.9.1 King Faisal and Arab Nationalism
The above discussion focused on the importance of King Faisal era to the 
development of Saudi society. In terms of Arab affairs, King Faisal played a 
significant role in strengthening Arab Nationalism during Arab-Israeli Wars. The start 
of modern Arab Nationalism can perhaps be traced to the ousting of King Farouq of 
Egypt in 1952 by the revolution led by Abdul Nasser, manifesting itself for the first 
time to the West in 1956 with the closing of the Suez Canal. The subsequent attack on 
the Canal by combined British, France and Israeli forces served to strengthen the 
feeling of Arab unity against the common enemy, the West.
4.10 ECONOMIC SITUATION AND DEVELOPMENT PROCESS
Until the 1930s, camel caravans traversed the Arabian Peninsula, and dhows 
(lateen-sailed vessels) traded at seaports. Agriculture and income generated from the 
Hajj (the annual pilgrimage to Mekkah) were important sources of revenue, as well as 
pearl fishing along the East Coast. Saudi Arabia’s unification, followed by the 
discovery of oil in 1938, had a dramatic impact on economic, social and political 
conditions (Ministry of Information, 1991). This section will highlight the economic 
situation of the Kingdom, focusing on the importance of the results of the five-year 
development plans on development, and the impact on individual Saudis.
4.10.1 The Development Plans
Before the discovery of oil (1938), the Saudi economy was poor. The start of 
oil production, however, triggered a sudden and huge increase in wealth, which
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enabled the government to adopt its ambitious systematic development programmes 
towards modernity. In 1958, the “Development Committee” was established, which 
was replaced in 1964 by the “Central Planning Commission” . In 1970, the Central 
Planning Commission submitted the first five-year development plan and since then, 
the development strategy in the Kingdom has been based on regular five-year 
development plans as a framework to control its action towards efficient growth. In 
1975, and due to increasing planning responsibilities, the “Central Planning 
Commission” was promoted to the “Ministry of Planning” which employed modern 
and scientific techniques in carrying out its tasks.
Although each plan has its own focus and objectives, certain permanent goals 
were set to ensure that Saudi Arabia developed effectively in every aspect. These 
goals are summarised as follows (Ministry of Information, 1992);
1- Economic growth and social stability;
2- Diversifying the economic base and reducing dependence on oil exports;
3- Developing human resources;
4- Developing and maintaining the physical infrastructure;
5- Raising the standard of living and improving the quality of life;
6- Expanding the role of the private sector.
It should be noted that these long-term goals were targeted in such a manner 
that the religious and moral values of Islam would continue to be upheld. This in turn 
reflects the strong religious orientation of the Saudi government.
Since 1970, five development plans have been implemented, and the Sixth 
Development Plan is still in the process of being established. Table 4.2 shows some 
details of the main focus of these plans and the amounts spent on the major sectors.
Each of the five development plans has had its own targets and priorities. In 
light of the Kingdom’s long term goals and strategic objectives, their emphasis on 
economic, social and institutional aspects varies.
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TABLE 4.2 
TOTAL EXPENDITURES OF MAJOR DEVELOPMENT 
SECTORS* IN THE SIX DEVELOPMENT PLANS (1970-1995)
m w m
1970-1975 1975-1980 1980-1985 1985-1990 1990-1995 1995-2000
''t S * * * ' ' 34.134 347.212 625.224 348.946 327.8****
* (Economic resources, human resources, health, and social services, and infrastructure). ** DP is development 
plan ** * (In SR Billion). **** (Estimate value). ***** (Estimate value)
The First Five-Year Development Plan was launched in August 1970, covering 
the period from 1970-71 to 1974-75. The financial scale of this plan was modest by 
today’s standards. The budget allocated for this plan was set at SR 34.134 billion ($9 
billion), 50% of which was allocated to capital projects. This first plan provided a 
comprehensive framework, which for the first time aimed to control its efforts 
towards effective growth. The main objectives of this plan were basically to uphold 
the steady expansion of the economy, to improve government services, and sustain the 
development of human resources and the management of the economy through new 
administrative programmes. This plan also placed great emphasis on encouraging the 
private sectors to expand, especially in agriculture and manufacturing.
The Second Five-Year Development Plan was issued in mid 1395 A.H. (1975 
AD) covering the period from 1975 to 1980. During the implementation of the second 
plan, oil revenues rose dramatically, enabling the government to meet demands in 
services and housing precipitated by rapid economic and population growth. A total of 
SR 347.212 billion was allocated to this plan, 49% of which was set aside for the 
development of a physical infrastructure, and for social and productive transactions. 
To maintain a high economic growth rate, the government established a number of 
major economic institutions, including the specialised credit funds, SABIC (Saudi 
Arabian Basic Industries Corporation), the Ministry of Industry and Electricity, and
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the Royal Commission for Jubail and Yanbu, whose task was to develop two large 
new industrial cities (Ministry of Planning, Sixth Development Plan 1995-2000).
The primary focus of the third plan was to complete the major development 
projects implemented by the second plan. The budget allocated for the development 
projects was SR 625.224 billion ($166 billion) and special emphasis was placed upon 
investing in productive agencies. Due to the collapse of oil prices in the second half of 
the Third Plan period, the government encouraged economic diversification by 
establishing large public investment projects (e.g., petrochemical industries) in order 
to be less dependent on the oil sector; and attempted to engage the private sector in the 
development process, by providing the necessary financial subsidiaries. In response to 
government incentives and funding, considerable growth was reported in 
manufacturing industries and agriculture (Ministry of Planning, Sixth Development 
Plan 1995-2000).
It should be noted that in just over a decade, the achievements of the first three 
plans made a radical contribution to the transformation of the economy and social life 
of Saudi people. These achievements would not have been possible without the use of 
a systematic approach. It is important to recognise, however, that oil revenues 
decreased during the period of the second plan and Saudi Arabia’s special position in 
the international oil market disappeared. As a consequence, the government decided 
that maintaining the economic growth rate and the development progress during the 
Fourth Plan and beyond should be based on three essential principles: industry, 
technology, and a free economy.
The Fourth Five-Year Development Plan (1985-1990) placed special emphasis 
on completing the diversification of the economy, by encouraging the growth of the 
private non-oil sector and by expanding government services to meet social needs.
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This plan was formulated to achieve specific objectives, namely the safeguarding and 
consolidation of Islamic values and Allah’s Sharia (God’s Divine Law). The Ministry 
of Planning summarises these objectives as: (i) continuing with the structural changes 
to the Kingdom’s economy to produce a diversified economic base emphasising 
industry and agriculture; (ii) reducing dependence on the production and export of 
crude oil as the main source of national income; (iii) completing infrastructure 
projects in order that overall development might be achieved; and (iv) developing 
human resources in order to ensure a constant supply of manpower. Although the total 
budget planned to achieve the Fourth Plan’s objectives was set at SR I,000 billion, 
50% of which (SR500 billion) was allocated to development agencies, the actual 
expenditure on these sectors was only SR348.946 billion ($93 billion). This was due 
to a further decline in world oil markets during the Fourth Plan period, which in turn 
caused government revenues to fall. Expenditures were reduced accordingly and the 
resulting government expenditure declined to 20% below target. This situation 
reaffirmed the strategic importance of the fundamental long-term goal of economic 
diversification in reducing dependence on oil revenues (Ministry of Planning, Fifth 
Development Plan 1990-1995).
The Fifth Plan (1990-1995) was unique in several aspects: (i) it gave greatest 
emphasis to the role of the private sector in accelerating the process of economic 
diversification; (ii) it accelerated the Saudisation process by strengthening the 
capabilities of the national labour force and by improving health, education and a wide 
variety of other social services; and (iii) it placed emphasis on the improvement of the 
technological base in many economic sectors, whilst the introduction and development 
of innovative technologies ensured that the increasing needs of a modern society were 
met. The Fifth Plan was formulated to achieve a number of major objectives: (1) to
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develop human resources to meet the requirements of the national economy; (2) to 
reduce dependence on crude oil exports through completing restructurai changes and 
the diversification of the economy, with more emphasis placed upon industry and 
agricultural development; (3) to develop the quality of utilities and facilities by 
improving their level of performance; and (4) to encourage further private sector 
participation in socio-economic development. The planned allocations by the 
government in order to achieve these objectives amounted to about SR753 billion. But 
the Gulf crisis and War to liberate Kuwait caused a substantial decrease in both 
government revenues and expenditures, and a fiscal strategy was implemented which 
aimed at rationalising government expenditure. In the end, the total expenditures for 
the main development sectors in the Fifth Plan were only SR327.8 billion ($87 
billion). Despite the uncertainties of the period, however, substantial progress was 
made in achieving the objectives of the Fifth Plan (Ministry of Planning, Sixth 
Development Plan 1995-2000; pp. 46-58).
Once the Fifth Development Plan had been completed, however, the Kingdom 
made substantial progress towards achieving its development objectives. Available 
data indicate that the last five development plans have achieved high development 
standards in the fields of basic infrastructure, economy, industry, and social services, 
such as education and health (Table 4.3).
An ongoing result of the first five development plans (1970-1995) is that the 
Kingdom’s Gross Domestic Product (GDP) is still growing dramatically. The 
expansion in crude oil production at the start of the Fifth Plan was sufficient to ensure 
that GDP grew at an average annual rate of 4.1% over the Fifth Plan period. Tables 
4.4, 4.5 present details of the Gross Domestic Product by sector, and the relative GDP 
contributions of the oil and non-oil sectors during the Fifth Plan.
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TABLE 4.3 
MAJOR ACHIEVEMENTS OF THE FIRST FIVE 
DEVELOPMENT PLANS DURING THE PERIOD 1970-1994
Sectors Mt^or AÆepemetOs
Ttmsport ^ Road network expanded to 138 .6  thousand km.
TeÊej^ hom Urns O perating telephone lines rose to 1.53 m illionAgriculture Crop area rose to 1 ,3 7 0 ,1 0 0  hectares producing 8 ,1 7 7 ,9 0 0  
tons o f  agricultural crops.
Ommerce
T he total number o f  com panies reached 7 ,8 1 5 , and the total 
num ber o f  firm s operating in the K ingdom  reached  
4 2 3 ,8 9 6 . T he total number o f  com m ercial agencies becam e  
4 ,8 1 9  m ost o f  w hich are A m erican, British, and German.
InâusOy
T he number o f  industrial units reached 2 ,3 5 5 . Total 
production o f  the cem ent plants during 1994 w as 17.0  
m illion  tons. Total production o f  various petrochem icals 
and m etal products in SA B IC ’s plants during 1994  
am ounted to 2 0 .8  m illion  tons.
Eàius«âm
T he num ber o f  students at d ifferent levels o f  general 
education increased to 3 m illion  (M & F )*. T he teaching  
staff rose to 2 2 0 ,2 3 6 . The number o f  students enrolled  at 
the various institutions o f  higher education increased to 
172 ,610 . The teaching staff also increased to 12 ,168 . 
Students at technical institutes stood  at 10 ,995  during 1994. 
T he cum ulative number o f  students enrolled at the 
vocational training centres reached 169 ,150 .
T he number o f  governm ental hospitals stood at 173 with a 
capacity o f  2 6 ,8 7 8  beds, w here private hospitals stood at 72  
w ith a capacity o f  6 ,5 9 2  beds.
Ree^Ettate
T he cum ulative am ount o f  loans disbursed by R E D F **  
reached S R I 13,1 b illion  w hich helped to finance the 
construction o f  535 ,061  ow ner-occupied  and investm ent- 
oriented housing units.
* (Male and Female) ** 
Source: SA M  A  (1996)
REDF (is the Real Estate Development Fund). 
(Saudi Arabian M onetary A gency)
1- In addition to the road network, the Saudi Railways Organisation and Saudi Airlines have contributed 
significantly to the development o f Transport and Conmiunications services. The number o f passengers 
who travelled by rail during 1994 totalled 444,600, while Saudi Airlines carried about 12.5 million 
passengers in the same year.
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TABLE 4.4 
GROSS DOMESTIC PRODUCT BY SECTORS 
IN THE FIFTH PLAN (AT CONSTANT 1990 PRICES)*
S e c to r s ($ R  m h n )
A v e ra g e
Gr&M
A m m d  
?ih %
1990 1995** Target Actual
Prod^ctkHi sectors 83.0 93.2 5.7 2.4
Maooj&cmrmg 25.2 31.1 6.8 4.3
i sectors 83.7 89.8 3.6 1.4
Fic,, R*E, Sv*** 23.1 25.2 5.7 1.8
NotH^ i sectes 224.5 249.4 3.7 2.1
1 Gross Domestic 310.8 380.8 3.4 4.1
* Development o f  real growth o f GDP at (1409/10) (1990) prices should not be compared with figures 
presented in current prices, which reflect the cash value o f current transactions in the economy, 
** Estimate. *** finance, insurance, real estate, and business services.
TABLE 4.5
GROSS DOMESTIC PRODUCT IN THE FIFTH PLAN: OIL AND
NON-OIL SECTORS
S e c to r s
V ià u e  A d â e i  
( S »
A v e r a g e  A n n u a l 
G ro w th
1990 1995 Target Actual
Noo^ otl StiKltOES 215.0 276.3 3.7 1.9
Oil sectors*** 93.3 161.1 2.7 8.9
Otolims**** 2.5 2.7 NA NA
310.8 440.1 3.2 4.1
* Current prices. ** (1990 prices). *** Oil sector is defined in this table according to the definition 
adopted by CDS, which includes petroleum refining. Since petroleum refining is related to the other 
economic sectors, it will be included as part o f the non-oil producing sectors in the other tables. **** 
Import duties less bank service charges
In July 1995, the Custodian of the Two Holy Mosques approved the Sixth 
Development Plan. As a result of the Sixth Plan, the Kingdom has completed twenty 
five years of balanced and comprehensive planning. During this time, the development 
plans have focused on the achievement of the objectives mentioned above, and future 
plans will stress the continuing commitment to these tasks by maintaining and 
extending the development already accomplished. This commitment will be based on
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three major themes as the Minister of Planning, Abduiwahab A. Attar stated in the
preface to the Sixth Development Plan (1995-2000):
“The Sixth Development Plan has been prepared against the 
background of international and local conditions that have been 
particularly notable...it is against this background that three major 
themes have been chosen for the Sixth Development Plan, namely, to 
develop and increase the employment opportunities of Saudi 
manpower, to raise the levels of economic efficiency in both 
government and private sectors, and to enhance the private sector’s 
role in the economy. ” (Preface of Sixth Development Plan)
The Sixth Plan represents an important phase in the continuing economic and
social development of the Kingdom. With the implementation of the Fifth Plan, the
Kingdom accomplished tremendous achievements in many different sectors of the
economy, including its physical infrastructure, industry, construction, agriculture,
mining, transport, trade and financial services, and in the development of public and
private institutions. Much still remains to be achieved, however, if the Sixth
Development Plan is to achieve its specific objectives, which are outlined as follows:
1- To safeguard Islamic values by observing and confirming Allah’s Sharia (God’s 
Divine Law);
2- To uphold the security and social stability of the Kingdom;
3- To develop human resources;
4- To complete restructuring the economy through continuing diversification, to 
reduce its dependence on oil revenues, and to maintain high economic growth 
rates;
5- To continue encouraging the participation of the private sector in socio-economic 
development;
6- To develop mineral resources and to encourage discovery and utilisation thereof;
7- To complete infrastructure projects necessary for the achievement of the overall 
development;
8- To promote scientific activity in order to raise cultural standards;
9- To achieve economic and social integration with the Gulf Cooperation Council 
(GCC) countries, and to enhance economic cooperation with Arab and Islamic 
States and other friendly countries.
An estimated budget of SR472 billion will be required to achieve the economic
growth targets set for the Sixth Plan. The Sixth Plan is expected to accomplish
specific achievements in several development domains, including aiming to create
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340,000 jobs for Saudi citizens. It is also hoped that all sectors will show positive 
growth trends, with producing sectors growing at an average annual rate of 4.2%, and 
the service sectors at 4.4%. Tables 4.6, 4.7 present details of the expected 
performance of the Kingdom’s national economy during the Sixth Plan period.
TABLE 4.6
GROSS DOMESTIC PRODUCT IN THE SIXTH PLAN: OIL AND 
NON-OIL SECTORS (AT CONSTANT 1990 PRICES)*
S e c to r s
V a lu e  A M M  
( S B h m n )
A v e m g e  A n n u a l
1995 2000
Non-oil sectors 235.9 285.1 3.9
Oil fiOCtOT** 142.8 172.5 3.8
; O to r 2.1 1.0 NA
Q n m  P m d W 380.8 458.6 3.8
*GDP contributions valued in 1990 prices are not comparable to their counterparts valued in current 
prices. ** According to the CDS definition, this table includes petroleiun refining as part o f  the oil 
sector. In other tables, petroleum refining is included as a component o f the non-oil producing 
sectors. *** Import duties less imputed bank service charges.
Source: (M inistry o f  P lanning, Sixth D evelopm ent Plan 1995-20(X)).
TABLE 4.7
GROSS DOMESTIC PRODUCT BY SECTORS IN THE SIXTH 
PLAN (AT CONSTANT 1990 PRICES)*
S e c to r s
V id u e  A M e i  
m i d h o n )
A v e re ^ e  A n n u a l  
G ro w d t
1995 2000
Producing sectors 93.2 114.5 4.2
31.1 39.5 4.9
Service sectors 89.8 111.2 4.4
' 'K r E s i T E E ,  Bus. Sv.** 25.2 30.7 4.1
Noa-oli se<^r& 249.4 301.5 3.9
G ross Prudoct 380.8 458.6 3.8
* Not comparable to sectoral contributions in current prices** (Finance, Insurance, Real Estate, and 
Business services)
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4.11 THE ROLE OF THE PRIVATE SECTOR IN ECONOMIC 
DEVELOPMENT
The expansion of the private sector is one of the central themes of the Sixth 
Development Plan. Its importance stems from the essential role the private sector is 
expected to play in the accomplishment of the Kingdom’s overall development objectives. 
The concept of the private sector is normally based on the criterion of privately owned 
establishments which engage in various industrial, agricultural and commercial activities 
with the aim of realising profits. The role of the private sector in the development process 
began after the historic increase in oil revenues during the Second and Third 
Development Plans. During these two plans, the government provided various incentives 
to the private sector to encourage them to become involved in the comprehensive 
development process in the Kingdom. The reliance of the private sector upon government 
expenditure was, however, reduced with the increasing instability of the Kingdom’s oil 
revenues during the Fourth and Fifth Plans. The Fifth Development Plan firmly 
reinforced the theme of private enterprise in the development process with the 
government announcement of its intention to privatise some of its existing commercial 
activities. The enhancement of the private sector’s role in the development process 
represents the central principle of the Sixth Development Plan and reflects the unique 
feature of the present stage of development, which differs from those of earlier plans.
The Saudi economy is now facing great challenges, and the private sector is 
required to cooperate with the government in facing these challenges by effectively 
contributing to the achievement of various specific targets within the framework of the 
Sixth Plan. The private sector is expected to (i) account for 57% of total fixed capital 
formation; (ii) contribute from its own resources 45% of the total investment required
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during the Plan period (Table 4.8); (iii) achieve a real average annual growth in value 
added of 4.3%; (iv) elevate its share in non-oil GDP from 72% at the beginning of the 
Sixth Plan to 76% by the end of its period; and (v) increase the employment of Saudi 
nationals by 466,000 employees, as projected through the replacement of 284,000 non- 
Saudis by Saudis and the establishment of 182,000 new jobs.
In addition, the private sector has an important role to play in improving the Saudi 
economy’s international competitiveness, through raising the quality of national products, 
by reducing production costs and by a more intensive use of scientific and technological 
research, innovations and inventions. The high cost associated with investment in 
advanced technology and scientific research has so far deterred the private sector from 
developing its own technological capabilities and from being innovative in the field of 
research and development (R&D). Hence, the private sector needs more encouragement 
to develop its own technological capabilities, by: (i) making use of the national research 
centres (e.g.. King Abdul-Aziz City for Science and Technology KACST, Saudi 
universities); (ii) adopting pro-active R&D policies; and (iii) establishing research and 
quality control laboratories.
Since 1982 government expenditures in achieving development requirements have 
exceeded revenues. To finance these deficits, the government used reserves built up 
during 1393-1401 A.H (1972-1980). In addition, from 1408 A.H (1987) onwards, the
government resorted to new methods of deficit financing through borrowing against the
issuance of development bonds, while public sector companies raised funds on 
international markets. The unusual conditions of the Fifth Plan period forced the
government to reduce its expenditure by a considerable margin, whilst in the interim the
government has not been able to use its foreign exchange reserves to finance budget 
deficits. The Sixth Development Plan has consequently been restricted as a result of
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complex financial circumstances. Long-term economic expectations, however, for the 
next 20 years suggest positive growth for the oil sector and expanding potential for the 
development of the non-oil sectors. Such expectations are supported by the private 
sector’s substantially expanded role in the development process and by continuous 
effective improvements in its investment activities, production techniques, and 
organisational structures. (Ministry of Planning, Sixth Development Plan 1995-2000).
TABLE 4.8
ESTIMATE OF SIXTH PLAN INVESTMENT FINANCING 
REQUIREMENTS BY SECTORS AND SOURCE 
(SR BILLION AT CURRENT PRICE)
Sector TùM
Sem r
JPeiMc
Sector^
BrodndNgSectws ÏSLO m s n.%
Agriculture, Forestry, Fishing 14.6 10.0 4.6
Other Mining, Quarrying 4.1 2.2 1.9
Manufacture 64.7 31.8 32.9
Petroleum Refining 4.2 2.1 2.1
Petrochemicals 22.2 2.8 19.4
Other Manufacturing 38.3 26.9 11.4
Electricity, Water 83.1 31.5 51.6
Construction 14.5 13.4 1.1
Servici^  Sectors 92.6 7&8 15.2
Trade, Restaurants, Hotels 24.6 24.4 0 2
Transport, Communications 32.9 21.9 11.0
Fin., Ins., R.E., Bus. Sv.** 26.2 23.3 2.9
Real Estate 10.3 8.2 2.1
Financial and Business 
services.
15.9 15.1 0.8
Community, Social, Pers.Sv. 8.3 7.2 1.1
Government services 103.4 0.0 103.4
Residential Housing 64.1 47.0 17.1
Non^Oil Sectors 404.5 212.7 227.9
Crude Oil and Natural Gas 31.5 0.0 31.5
Total Investseaent 472.0 212.7 256.3
* Government agencies specialised funds and public companies, ** Finance, 
Insurance, Real Estate and Business Services
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Development planning in Saudi Arabia places great emphasis on social and 
cultural issues. It is well recognised that economic development is not an objective in 
itself, but rather that it is an instrument for creating appropriate financial conditions, 
adequate living standards and a social environment within which the Saudi individual 
can develop. It is also acknowledged that economic progress promotes social stability 
by maintaining the community’s cultural and religious values.
4.12 FACTORS INFLUENCING SAUDI CULTURE
The culture in which an organisation operates is considered one of the main 
sources of its values, beliefs, and ideologies. These values and beliefs, which are 
developed outside the organisation are instrumental in shaping its members in terms of 
their actions and behaviour, and consequently it is vital that any organisation reflect 
these cultural inferences to attain its objectives. This is especially important if one also 
considers that the cultural environment of any organisation cannot, by its very nature, 
be designed, directed or controlled (Ministry of Planning, Sixth Plan 1995-2000). 
Several factors have contributed significantly to the shaping of contemporary Saudi 
culture, among which are historical events, religion, political systems, its economic 
situation and development. Western influence, and the recent regional crisis.
During the last fourteen centuries, the Arabian Peninsula has witnessed a 
variety of historical events that have had a direct impact on the society of the Arabian 
Peninsula such as: (i) the birth of Islamic religion in 611 in the western part of the 
Arabian Peninsula (Saudi Arabia); (ii) the Islamic Jihad (Holy Struggles); (iii) the 
existence of different Islamic Empires from the Ommayyad Empire (661-750) to the 
Ottoman Empire (1412-1918) and the consequent Islamic schools; (iv) the Islamic 
Wahhbi Movement in 1744; the conquest of Riyadh in 1902 and the foundation
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process by King Abdul-Aziz. There is no doubt that these events have played an 
important role in the creation of the thoughts, beliefs, and way of life in the Arabian 
Peninsula society. The influence of historical events, however, is particularly apparent 
in the strong Islamic tribal-family orientations and attitudes of the Arabian Peninsula 
people (All, 1990).
The Islamic religion has influenced almost every aspect of life in Saudi society, 
for example in State administration, foreign policies, and commercial activities 
(Nyrob, 1985). Since the foundation of the Kingdom, the Saudi government has based 
all political, economic, and social development efforts on the principles of Islam and 
has followed the Holy Quran and Sunnah (Prophet’s Teachings) as the governing 
constitution (Ministry of Planning, Sixth Plan 1995-2000). Thus all Saudi regulations 
are derived from the Islamic Sharia, as stated in the Quran and the Sunnah of the 
Prophet (peace be upon him). All regulations are referred to the Senior Ulama 
Committee in order to ascertain their compatibility with the provisions of Islam. 
Hence, the implication of Islamic religion for the Saudi culture is reflected in the 
predominance of Islamic behaviour in all aspects of life and to the increase, 
strengthening and stabilisation of its social relations (Ministry of Planning, Sixth Plan 
1995-2000).
Saudi Arabia is ruled by the King who is also the Prime Minister. It has a 
ministerial system, with the central government staffed by a professional civil service. 
The State consists of 14 local provinces governed by local governors (Emirs) who are 
the regional and district administrators. Tribal leaders manage the internal tribal 
activities. In an attempt to enhance the political system of the Kingdom, King Fahad 
approved the A1 Shura Council System in 1992. Its decisions are to be referred to the 
Prime Minister, who in turn refers them for review by the Council of Ministers. If the
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views of the two councils concur, the decisions are issued as long as the King 
concurs, but if they have divergent views, the King may approve what he believes 
right. All political decisions are exclusive within the house of Saud and remain with 
the King (Nyrob, 1985). The Kingdom follows a free trade (market) system, and 
maintains friendly and strong trade relations with free industrial countries (non­
communist). It does, however, have only a few trade links and limited diplomatic 
relations with the remaining communist countries.
As regards the economic situation, the process of government-induced 
development in Saudi Arabia began over 40 years ago when the first small oil 
revenues provided the means for the government to improve economic and social 
conditions in the Kingdom. Since 1970, the Kingdom has adopted a system of 
comprehensive planning for economic and social development as detailed above, 
based on Islamic values and principles, to guide development in a coordinated and 
balanced direction. The general objectives of the economic and social development 
policy are to maintain the Kingdom’s religious and moral values, and to raise the 
living standards and welfare of the Saudi people, whilst also providing for material 
security and maintaining economic and social stability (Al-Farsy, 1990). The Saudi 
economy can be described as a people’s capitalism (Higan, 1991; Looney, 1982), and 
the Saudi government is one of the governments most committed to free enterprise in 
the world. The distinguishing mark of the Islamic-based economic system is that 
economic actions are considered spiritual since they are guided by Islamic values and 
goals (Siddiqui, 1978).
Regarding Western influence, it is important to recognise that Saudi Arabia has 
never been occupied by any foreign country. The discovery of oil and the consequent 
development projects, however, have created a critical need for effective coordination
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with the West and other foreign partners. In the past, resources available to the 
Kingdom consisted largely of its petroleum reserves, its land and its people, although 
a scarcity of trained and qualified manpower did exist. It was recognised that the 
acceleration of the Kingdom’s development would largely depend upon the utilisation 
of modern technology and knowledge from abroad. The development requirements 
and the political instability in the region during the last two decades have necessitated 
the interconnection with western cultures politically, intellectually and artistically. 
Although such involvement has been beneficial, it has also introduced ideas and 
cultural aspects to Saudi that sit uneasily alongside its traditions.
With regard to the regional crisis, the Gulf has witnessed two dramatic 
regional wars, the Iraq-Iran war (1980-1988) and the liberation of Kuwait in 1991. 
The Gulf region is still experiencing instability as a direct impact of these conflicts. 
Instability exists when the political, social and economic agencies of a country are 
unable to meet society’s expectations (Meri Report, 1985). The deployment of 
international troops on Saudi’s land has created a critical situation for the Kingdom 
because of the consequent and divergent reactions both internally and externally. 
During the presence of these troops, the government adopted some political and social 
changes. Politically, King Fahad announced the government’s intention to reactivate 
the Al-Shura Council (the Council of Conciliation). This reform enabled the citizens 
to take part in government decisions, whilst on a social level, women were welcomed 
to participate in military services in the medical field (Higan, 1991).
Saudi culture is an inseparable part of Islamic civilisation in terms of religion 
and morals, as it is an inseparable part of Arab civilisation in terms of language, 
history and literary heritage. Such a connection is an eternal destiny, historically and 
traditionally. Undoubtedly, social life in the Kingdom has faced challenges associated
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with the development process, and this has resulted in a cultural expression which 
signifies the extent of sentimentalism felt towards the material achievements of 
development and the resultant influx of new information and knowledge. 
Consequently, these radical changes in Saudi society have definitely led cultural life 
onto a new path. Such a change in direction cannot be analysed without considering 
the historical background of the Kingdom and its part in modern history (Sixth Plan 
1995-2000).
4.13 IMPLICATIONS FOR SAUDI MANAGERS
The societal and cultural values of Saudi society before the discovery of oil and 
the implementation of development plans were basically those of a tribal and Islamic 
community. The discovery of oil led to a rapid growth in towns and cities in the 
Kingdom. Such growth motivated people to migrate from the desert and villages into 
major cities (e.g., Dammam, Khobar, Dhahran, Riyadh, and Jeddah) to work for 
modern companies (e.g., Arabian American Oil Company, ARAM CO). As a result, 
traditional and modern men work together. In the management environment, it is now 
common to see Saudi managers with a set of modern and traditional values and 
attitudes (Ali and Al-Shakhis, 1991). This means that although rapid growth and 
modernisation have had a major impact on the social and cultural values and beliefs of 
Saudi society, Saudi managers are still committed to the religious and cultural values 
of their society. Meanwhile, as a result of rapid economic and social developments as 
well as the increased contact with the foreign world, some aspects of life in the 
country have been changed. Many Saudis went to the West seeking knowledge or 
training in business and came back with new ideas and values that are foreign to those 
of Saudi society. Western executives and consultants, and Western-educated Saudi
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managers have also introduced many business firms and other types of social 
institutions into Saudi Arabia. The adoption of Western knowledge has influenced the 
traditional values and some patterns of social behaviour. Hence, conflicting values and 
behaviours in Saudi society, especially between old and young generations are 
attributable to economic and educational factors (Altorki, 1987).
One can conclude that Saudi managers’ style like other Arab managers’ 
(Atiyyah, 1993; Abuznaid, 1994) is influenced by three major factors: Islam, 
tribalism, and the West.
The Islamic religion has a great and direct impact on Saudis’ behaviour. Its 
management perspective is characterised by the balance between the material, the 
spiritual and the psychological well being of the individuals and groups in society 
(Abdulgader and AL-Bureay, 1993). Consultation, honesty, planning, supervision, 
and teamwork are some of the Islamic perceptions and guidelines that could well be 
applied to management (Abuznaid, 1994). Good faith, fairness, security and 
assurances, systematic thinking, commitment to work, and forgiveness are some of the 
characteristics of a Muslim leader as manifested in the Holy Quran and Sunnah. There 
are other characteristics as well, such as a compromising managerial style, a concern 
for people, consultation and a commitment to objectives (Abuznaid, 1994). Islamic 
laws also give some examples of Haram practices (forbidden practices). Any business 
related to alcohol, cheating, and maximisation of profit instead of reasonable profit, is 
an example of forbidden means of gaining wealth, even if they derive from allowable 
sources (Al-Habshi, 1993; Abuznaid, 1994). Hence, Saudi managers, like other 
Muslim administrators, are likely to be significantly influenced in their thinking, 
behaviour and life style by their religious and social values and beliefs (Abuznaid, 
1994).
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Tribal traditions and perceptions also play an important role in influencing the 
managerial environment (Ali, 1990). One outcome of “tribalism” is that Saudi 
managers and subordinates do not want to work for an anonymous company but want 
to feel that they are part of a family-like organisation where they will be recognised 
(Hofstede, 1980; AL-Moalmy, 1991). Relations between firms and their employees, 
regardless of their nationalities is usually open and informal (Al-Adwan, 1991).
Like most developing countries, the Kingdom has been influenced by Western 
culture, but remains fortified by Islamic social values and traditions (Alqahtani and 
Cook, 1995). Although many Saudi managers have been educated partly in the West, 
they are not particularly impressed with Western values or conduct and have the self- 
confidence to conduct their business according to Saudi (Islamic) laws and customs 
(Alqahtani and Cook, 1995). In an attempt to reinforce Saudi Islamic and social 
values. Imam University has designed a special training programme for students and 
trainees who have had scholarships to study abroad, especially in Western countries, 
in order that they might uphold and strengthen their Islamic knowledge and values.
4.14 RELIGIOUS TEACHINGS: ISLAMIC FAITH
Since Islam is the strongest cultural force within the Kingdom, it is important 
to present some useful information about the Islamic religion. It was mentioned earlier 
in this chapter that Saudi Arabia is, indeed, the birthplace of Islam and that all Saudis 
are Muslims. Islam guides Saudis in every aspect of their daily life including business 
activities, and from an Islamic perspective, managers are requested to show 
behavioural patterns that strongly reflect the customary Islamic way of life.
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4.14.1 Islamic Religion-Background
Islam is an Arabic word denoting complete submission, surrender and
obedience to Allah (God). It also means “Peace” . The Islamic religion was propagated
by the Prophet Muhammad (peace and blessings of Allah be upon him) in the seventh
century (611 AD) and is built on five pillars of belief and practice. They are:
1 "Testimony of Faith (Al-Shahadah): “There is no God but Allah and Muhammed is 
his messenger” . It is also affirms the absolute unity of Allah (God) and Muhammed 
as his last messenger;
2- Prayer (Al-Salah): Muslims pray five times a day. Specific times are determined 
for these prayers: at dawn (Fajr Prayer), at noon (Dhohr Prayer), in the afternoon 
(Asr Prayer), after sunset (Maghrib Prayer), and after dark (Isha’a Prayer);
3- Alms (Al-Zakat): This means giving money to the needy. It is paid once annually
Tand equals 2.5% of the capital. Muslim individuals can pay it directly to the poor, j
or it can be collected by the state as a tax from business firms and distributed i
amongst the poor;
4- Fasting (Al-Siyam): Fasting takes place in the month of Ramadan. Ramadan is the i
ninth month of the Arabic calendar. During Ramadan, teenage and adult Muslims I
i
fast from before dawn till after dark. All restaurants or similar businesses should '
be closed during these times.
5- Pilgrimage (Al-Haj): Muslims must undertake a pilgrimage to Mekkah once in 
their lifetime if they can at all afford it.
However, Islam as a religion is not confined to a specific set of tenets. It is 
rather, a comprehensive system covering all aspects of life and human activity (e.g., 
social, economic, political, personal, organisational...etc). Islamic laws and 
regulations are derived from four sources: (i) the Holy Quran; (ii) the Sunnah 
(Prophet’s traditions and teachings); (iii) Al-ijma (consensus); (iv) Al-Qiyas (analogy).
Ulamas (senior religious scholars) play an important role in the daily life of the
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Muslim society. Their influence is not derived from any formal authority but is due to 
their assumed expert knowledge of the religion (Al-Hammad, 1988).
4.14.2 Islamic Beliefs and Teachings
This section will be devoted to the presentation of some of the Islamic thoughts
and teachings as well as some prescriptions regarding various aspects of people’s life,
the main aim being to provide the reader with the main principles and beliefs of
Muslims as they are originally mentioned in the Quran and Sunnah.
Muslims believe that the Quran is God’s word. In this respect, Allah (God)
provides knowledge indicating that the Quran is his word saying:
“Verily We; It is We Who Have sent down the Dhikr (i.e. the 
Quran) and surely, We Will guard it (from corruption)”(Quran 
15:9).
The Quran also contains many references to the unity of Allah (God) and that 
he is the creator and the controller of the whole universe. In this regard, Allah says in 
the Quran:
“He is Allah, than Whom there is La ilaha ilia Huwa (none has the 
right to be worshiped but He) the AIl-Knower of the unseen and 
the seen (open). He is the Most Beneficent, the Most Merciful”.
(60:22)
“He is Allah than Whom there is La ilaha ilia Huwa (none has the 
right to be worshiped but He) the King, the Holy, the One Free 
from all defects, the Giver of security, the Watcher over His 
creatures, the All-Mhghty, the Compeller, the Supreme Glory be to 
Allah! (High is He) above all that they associate as partners with 
him,” (Quran 60:23).
“He is Allah, the Creator, the Inventor of all things, the Bestower 
of forms. To him belong the Best Names. All that is in the heavens 
and the earth glorify Him. And He is the Almighty, the All-Wise.”
(Quran 60:24).
Then Allah (God) commands man to believe in Him and not to follow the 
devil’s ways. In this regard, Allah says in the Quran:
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“O you who believe! Enter perfectly in Islam (by obeying all the 
rules and regulations of the Islamic religion) and follow not the 
footsteps of Shaitan (Satan). Verily! He is to you a plain 
enemy.”(Quran 2:208).
The Quran explains the main mission of the prophets (peace be upon them), and
also indicates that Allah (God) created man and provided him with the necessary needs
to fulfil all his material needs in his life. Allah mentions in the Quran:
“Indeed We have sent Our Messengers with clear proofs, and 
revealed with them the Scripture and the Balance (justice) that 
mankind may keep up justice, and We brought forth iron wherein 
is mighty power (in matters of war), as well as many benefits for 
mankind...” (Quran 57:25).
The Quran provides more knowledge about the graces, materials and 
substances that Allah has given to mankind. The main goal behind this knowledge is 
to remind all mankind of God’s givings so they will become strong believers. The 
Quran says:
“O mankind! Remember the Grace of Allah upon you! Is there any 
creator other than Allah who provides for you from the sky (rain) 
and the earth? La ilaha ilia Huwa (none has the right to be 
worshiped but He). How then are you turning away (from Him).”
(Quran 35:3),
Moreover, the Quran presents many guidelines that provide guidance for man 
in his life, which in turn constitute the Islamic religion. In this respect, Allah indicates 
the main goal behind the creation of all mankind and the whole universe. Allah says in 
the Quran:
“And I (Allah) created not the jinns and humans except they 
should worship Me; I seek not any provision from them (i.e. 
provision for themselves or for My creatures) nor do I ask that 
they should feed Me (i.e. feed themselves or My creatures); Verily,
Allah is the All-provider, Owner of Power,-the most strong.”
(Quran 51:56-58).
“Our Lord! You have not created (all) this without purpose, glory 
to You! (Exalted be you above all that they associate with You as
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partners). Give us salvation from the torment of the fire.” (Quran 
3:191)
Islam exhorts people to learn and acquire knowledge so as to understand their
creator, the universe, and to manage their life, better. In this regard, Allah says:
“Read! In the Name of your Lord, Who has created (all that 
exists), has created man from a clot (a piece of thick coagulated 
blood). Read! And your Lord is the Most Generous, Who has 
taught (the writing) by the pen (the first person to write was 
Prophet Idress (Enoch), Has taught man that which he knew not.”
(Quran 96:1-5).
“Say: “Are those who know equal to those who know not?” it is 
only men of understanding who wiU remember (i.e. get a lesson 
from Allah’s Signs and Verses).” (Quran 39:9)
Truthfulness, obedience, avoidance of alcohol and usury are also among the
main prenciples of Islam. Muslim individuals are requested to be trustworthy in
worshipping Allah and must obey Him, His messenger (Mohammad) and their
superiors. They are also requested to keep away from bad habits, which are forbidden
by Islam. Allah says in the Quran:
“O you believe! Be afraid of Allah, and be with those who are true 
(in words and needs).”(Quran 9:119).
“O you who believe! Obey Allah and obey the messenger 
(Mohammad), and those of you (Muslims) who are in authority.
(And) if you differ in anything amongst yourselves, refer it to Allah 
and His Messenger, if you believe in Allah and in the Last Day.
That is better and more suitable for final determination.” (Quran 
4:59).
“O you who believe! Intoxicants (all kinds of alcoholic drinks), 
gambling, AhAnsah, and AUAdam (arrows for seeking luck or 
decision) are an abomination of Shaitan^s (Satan) handiwork. So 
avoid (strictly all) that (abomination) in order that you may be 
successful,” (Quran 5:90).
“O you who believe! Eat not Riba (usury) doubled and multiplied, 
but fear Allah that you may be successful.” (Quran 3:130).
“Those who eat Riba (usury) will not stand (on the Day of 
Resurrection) except like the standing of a person beaten by 
Shaitan (Satan) leading him to insanity. That is because they say: 
“Trading is only like Riba (usury). Whereas Allah has permitted 
trading and forbidden Riba (usury). So whosoever receives an 
admonition from his Lord and stops eating Riba (usury) shall not
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be punished for this; his case is for Allah (to judge); but whoever 
returns [to Riba (usury)], such are the dwellers of the fire-they will 
abide therein.” (Quran 2:275).
In this regard. Prophet Muhammad (peace be upon him) gives Muslims
important advice on how they should organise their life, and guides their behaviour in
their daily transactions in order that they will be rewarded in the thereafter. Narrated
Abu Huraira: The Prophet said,
“Avoid the seven great destructive sins.” The people enquired, “O 
Allah’s Messenger! What are they?” He said, “(1) To join others in 
worship along with Allah; (2) To practice sorcery; (3) To kill the 
life which Allah has forbidden except for a just cause, (according 
to Islamic law); (4) To eat up Riba (usury); (5) To eat up an 
orphan’s wealth; (6) To show one’s back to the enemy and fleeing 
from the battlefield at the time of fighting, and (7) To accuse 
chaste women, who never even think of anything touching chastity 
and are good believers.” (Al-Bukhari, 1994, pp 577).
In the punishment of those who paint pictures. Prophet Muhammad (peace be 
upon him) said: Narrated Ibn Umar: Allah’s Messenger said,
“Those who make pictures will be punished on the day of 
Resurrection, and it will be said to them, ‘Make alive what you 
have created.’ ” (Al-Bukhari, 1994, pp 950).
Furthermore, Islam exhorts Muslims to follow their superiors’ orders as long
as they are in line with the Islamic rules. In listening to and obeying the Imam (i.e.
Muslim ruler, chief, superior...etc) (if he abides by Allah’s Orders), Prophet
Muhammad said: Narrated Ibn Umar: The Prophet said,
“It is obligatory for one to listen to and obey (a Muslim ruler’s 
orders) unless these orders involve one in disobedience (to Allah) is 
imposed, one should not listen to or obey it.” (Al-Bukhari, 1994, 
pp 604).
Narrated Abu Huraira that he heard Allah’s Messenger saying:
“He who obeys me, obeys Allah, and he who disobeys me, disobeys 
Allah. He who obeys the Muslim chief, obeys me, and he who 
disobeys the Muslim chief, disobeys me...” (Al-Bukhari, 1994, pp 
604-605).
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Islam holds that those who will obey Allah and His Messenger will be 
successful and will be admitted to Paradise, where those who disobey Allah and His 
Messenger will be punished in the fire of hell. In this regard, Allah says in the 
Quran:
“And whosoever obeys Allah and His Messenger (Muhanunad) will 
be admitted to Gardens under which rivers flow (in Paradise), to 
abide therein, and that will be the great success. And whosoever 
disobeys Allah and his Messenger (Muhammad), and transgresses 
His limits. He will cast him into the fire, to abide therein; and he 
shall have a disgraceful torment.” (Quran 4:13-14).
“Save the chosen slaves of Allah (faithful, obedient, true believers 
of Islamic Monotheism). For them there will be a known provision 
(in Paradise). Fruits; and they shall be honoured. In the Gardens 
of delight (Paradise), Facing one another on thrones. Round them—
-will be passed a cup of pure wine; White delicious to the drinkers.
Neither they will have Ghoul (any kind of hurt, abdominal pain, 
headache, a sin, etc) from that, nor will they suffer intoxication 
therefrom. And with them will be chaste females, restraining their 
glances (desiring none except them husbands), with wide and 
beautiful eyes. (Delicate and pure) as if they were (hidden) eggs 
(well) preserved...Truly, this is the supreme success! For the like of 
this let workers work.” (Quran 37: 40-49, 60-61).
“Is that (Paradise) better entertainment or the tree of Zaqqum (a 
horrible tree in Hell)? Truly We have made it (as) a trail for the 
Zalimun (polytheists, disbelievers, wrong doers, etc.). Verily, it is a 
tree that springs out of the bottom of hell-fire. The shoots of its 
fruit-stalks are like the heads of Shayatin (devils); Truly, they will 
eat thereof and fill their bellies therewith. Then on the top of that 
they will be given boiling water to drink so that it becomes a 
mixture (of boiling water and TUiqqum in their bellies). Then 
thereafter, verily, their return is to the flaming fire of Hell. Verily, 
they found their fathers on the wrong path; So they (too) made 
haste to follow in their footsteps! And indeed most of the men of 
old went astray before them;-And indeed We sent among them 
wamers (Messengers) ;—then see what was the end of those who 
were warned (but heeded not). Except the chosen slaves of Allah 
(faithful, obedient, and true believers of Islamic Monotheism).”
(Quran 37:62-74).
The main objective of this chapter was to provide the reader with a useful 
background on Saudi Arabia and those historical factors, which have had great
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influence on current Arab management thinking. In addition, general information 
about the country such as: location, population, area, weather, religion, and the 
political system was presented. The economic development that maintains and 
safeguards Islamic values and cultural principles has similarly been discussed, as have 
the factors that have shaped Saudi society and their implications for Saudi managers. 
Finally, brief background information on Islam and Islamic beliefs and teachings was 
provided. Since Saudi Arabia is a unique environment where one can find both 
conservatism and a rapid economy, it is important to focus on the main characteristics 
of the Saudi business environment and those factors by which it is influenced. The 
next chapter, therefore, will devote itself to a discussion of the Saudi business 
environment and Islam’s influence upon it.
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CHAPTER FIVE 
BUSINESS ENVIRONMENT AND ISLAMIC INFLUENCE 
IN SAUDI ARABIA
5.1 INTRODUCTION
The main purpose of the present chapter is to clarify the significance of the 
Islamic religion in terms of its influence upon both business and managerial practices 
in Saudi Arabia. This chapter consists of three sections, the first section of which will 
focus on Islam and its influence on business activities, the second will discuss Saudi 
Arabia in terms of its economic, social and cultural, political and legal, and 
technological environment, and finally the third section will provide a useful insight 
into Islamic perspectives regarding managerial practices.
5.2 BUSINESS FROM ISLAMIC PERSPECTIVE
It was mentioned in the previous chapter that the daily transactions of Saudis, 
including their business activities, are only spiritual if they are in line with the 
guidelines and principles of Islam (Siddiqi, 1978). These principles and guidelines can 
be easily identified in the two main sources of Islamic Religion namely, the Quran 
and Sunnah (Prophetic Traditions). Islam, for example, condemns those who hoard 
their wealth and prevent it from circulating or from being spent in the causes of Allah 
(God). In this regard, Allah says: “ ...And those who hoard up gold and silver [Al- 
Kanz: the money, and Zakat of which has not been paid], and spend it not in the Way 
of Allah, —announce unto them a painful torment. On the day when that {Al-Kanz: 
money, gold, silver, etc., the Zakat of which has not been paid) will be heated in the
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Fire of Hell and with it will be branded their foreheads, their flanks, and their backs, 
(and it will be said unto them): - this is the treasure which you hoarded for 
yourselves. Now taste what you used to hoard.” (Quran 9:34, 35).
In addition, Islam strongly condemns any type of hoarding, especially those 
who hoard goods and prevent them from being supplied in the market place for the 
sake of maximising profits (Al-Quradawi, 1980; Dadfar, 1984)). The main reason 
behind such condemnation is that by preventing the supply of goods and products 
from the market place, free trade is restricted. It should be noted, however, that Islam 
encourages its followers to practise business (Dadfar, 1984), and is not against any 
form of business since it is in harmony with Islamic principles. Allah (God) says in 
this respect: “O you who believe! Eat not up your property among yourselves 
unjustly except it be a  trade amongst you.” (Quran 4:29). “Unjustly” or wrongful 
ways may include those forms of businesses that involve injustice, cheating, making 
unreasonable profits or promoting and selling forbidden goods (Al-Quradawi, 1980). 
The following four practices are those which Islamic principles forbid in business:
1- M aking of R iba (usury) refers to the pre-determined rate of interest on 
financial loans. Allah (God) says: “Allah has permitted trading and forbidden Riba 
(usury)” (Quran 2:275). Islam strongly prohibits any sort of interest charge in 
business transactions. This fundamental principle urges that both partners (lenders and 
borrowers) should share profit and risk (Boase, 1985).
2- Bribery gifts (money, goods, etc) that are given to a person in an influential 
position are called bribes and are strongly condemned by Islam. Islam holds that both 
the giver and those who accept it will be punished in the day of judgement. “The 
Apostle of Allah (peace be upon him) cursed the one who bribes and the one who 
takes.” (Sunan Abu Dawoud)
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3- Fraudulent or false practices refer to the gain or profit collected by 
fraudulent means. This includes cheating, games of chance (maysir), gambling, 
magic, and the use of inaccurate measures in general. Allah says “ O you who 
believe! Intoxicants (all kind of alcoholic drinks), gambling, Al-Ansab, and Al-Azlam  
(arrows for seeking luck or decision) are an abomination of Shaitan (Satan) 
handiwork. So avoid (strictly all) that (abomination) in order that you may be 
successful.” (Quran 5:90).
4- Trade in forbidden goods includes all products that are religiously 
condemned and considered as impure. Islam forbids, for example, the selling of 
alcoholic beverages, drugs, and idols, and earnings from such businesses are sinful. 
Prophet Muhammad said: “Allah and His Messenger made illegal the trade of 
alcoholic liquors, dead animals, pigs and idols.” (Al-Bukhari, 1994, pp 489).
These are examples of what is forbidden by Islam in business. It is clear, however, 
that Islam influences almost every act of business activity. In Saudi Arabia for 
example, Islam impacts on nearly all business shops and stores which close during 
prayer times. In addition, in the Muslim world in general, and in the KSA in 
particular, all business and public institutions have their own mosques and have a 
prayer-break to perform their prayer conveniently. Moreover, during the month of 
Ramadan (the holy month), private and public businesses reduce their working hours 
so as to allow Muslim individuals to fast easily. Restaurants are closed during the 
days of Ramadan and open only at night. Islam as a way of life is much more than a 
specific set of beliefs, it provides standards and guidelines for almost every aspect of 
human activity (Corcoran, 1981).
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5.3 THE IMPACT OF THE ISLAMIC RELIGION UPON THE 
SAUDI ENVIRONMENT
From the previous discussion, one can infer that Islam influences both the 
internal and external environments of a business firm. The above examples showed 
how Islam affects an individual’s perceptions, beliefs, and values that constitute the 
internal environment of Saudi business firms. Islam, therefore, influences the day-to- 
day practices of all members and managers within business organisations in S.A. As 
for the external environment, Islam plays an important role in the totality of life in the 
Kingdom including economic, social and cultural, political and legal, and 
technological components of the Saudi environment (Alqahtani and Cook, 1995). The 
impact of the Islamic religion upon Saudi environment is diagrammed in Figure 5-1.
5.3.1 Economic Environment
For most business organisations, economic issues are important criteria 
(Fritzsche, 1991). The discussion in the previous chapter illustrates how economic 
planning in S.A is based on Five-Year Development Plans, which are designed as a 
systematic tool to enhance and control its progress towards effective development 
growth. The main feature of these plans was that they aimed to integrate the 
development measures taken by the government with the energy of the private sector 
in a free-market economy, whilst maintaining the overall authority of Islamic values 
(Ministry of Planning Fifth Plan 1990-1995). The Saudi business sector, therefore, 
plays two important roles in the economic system of the Kingdom: it participates in 
development projects, and provides services and goods to government, to consumers, 
and to businesses.
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FIGURE 5-1
THE IMPACT OF THE ISLAMIC RELIGION UPON THE SAUDI 
ENVIRONMENT
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5.3.2 Socio-Cultural Environment
For every environment, the sociocultural element is made up of the customs, 
norms, and values that characterise the society in which the organisation functions, 
and are vitally important to organisations, because they determine the products, 
services, and standards of conduct that the society is likely to value (Griffin, 1995). 
The potential elements of Saudi culture are apparent in the first article of the basic 
government system, it indicates that the “ KSA is an A rab, Islamic State. Its religion 
is Islam and its language is Arabic” . It was mentioned in the previous chapter that 
Saudi culture is an inseparable part of both the Islamic and Arab world in terms of 
religion, morals, language, and history.
135
Islam is the most influential factor in Saudi culture. It influences peoples’ 
perceptions, beliefs and needs as well as business strategy and activity. Pure silk, for 
example, is religiously forbidden to men. Thus it is unlikely that one would find 
Saudis wearing this type of material. Moreover, Islam condemns dresses which may 
attract men’s attention. Hence, Islam urges women to cover themselves using long 
sleeves and a floor-length uniform. Regarding food and drinks, Islam prohibits certain 
types of food and drink (e.g., Pork, hung, dead animals, alcoholic beverages, drugs) 
(Abdalati, 1989). Islam prohibits the mix of women and men especially in the 
workplace and requires women to observe a high level of moral conduct in public. In 
addition, women are not allowed to drive automobiles in KSA. Women’s participation 
in business, therefore, is quite limited. As a result, the values of Saudi male managers 
will be the focus of this study.
Having knowledge of the above rules and measures is a requirement for all 
business firms, especially those who want to enter the Saudi market. It is well 
recognised that Saudi Islamic rules and traditions have led to the creation of new ideas 
and products and thus, to new market opportunities, for example, the invention of the 
Islamic compass (M EED \ October, 1975).
The language of any society is an integral part of its culture. In Saudi Arabia’s
case, the Arabic language is much more than a cultural language, rather it is a
religious language because it is the language of the Holy Quran. Saudis are very
proud of their language and prefer to use Arabic language over any other languages in
their business transactions (Alqahtani and Cook, 1995; Elbashier and Nicholls, 1982).
It is important therefore, that Saudi business firms and those who wish to do business 
in the Saudi market introduce their products and goods using the Arabic language.
1) Middle East Economic Digest
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There is no question that societal forces are considered quite important to the 
decision-makers in business organisations (Fritzsche, 1991), and that business 
organisations in any country have to recognise that social issues are significant, and 
that moral principles of the society must be met.
5.3.3 Political and Legal Environment
This section will focus on the political-legal system in KSA in terms of its 
relation to the business environment. The potential importance of the political and 
legal systems to business stems from the fact that they define what an organisation can 
and cannot do. These systems also influence management policy and in terms of long- 
range planning it is important that this remains stable (Griffin, 1995).
In terms of stability, Saudi Arabia is considered a secure commercial 
environment with low political risk (Rateb, 1996). The defeat of the Iraqi invasion of 
Kuwait in the second Gulf war provides strong evidence of the determination of the 
West in general and the US in particular to defend the Kingdom. Internal conditions 
are also seen as stable, regardless of the concerns about the challenge posed by the 
Kingdom’s militant Islamic factions. This political stability provides an appropriate 
environment for business in the Kingdom, and attracts foreign business from different 
countries to deal with local business firms (Business Monitor International Ltd., 
1993). The country’s religious position is also widely seen as a significant source of 
its stability. Saudi Arabia is recognised as the birthplace of Islam and the country in 
which the holiest places in the Islamic faith are located, and this explains the 
distinguished position of SA in the world.
In KSA, the Islamic Sharia is the main source of laws and regulations, 
including those related to business transactions. The Quran, Sunnah, consensus, and
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analogy are the main sources of the Sharia. Consequently, any laws or regulations 
must be derived from the Islamic Sharia in order to have effect in Saudi courts. 
Nevertheless, due to a substantial amount of commercial litigation that falls outside 
the jurisdiction of the Sharia courts, special codes and institutions have been set up to 
handle cases relating to the Ministry of Commerce, the Saudi Chambers of 
Commerce, and the Ministry of Finance (Al-Hammad, 1988). These codes and 
regulations are issued by the Council of Ministers, and both domestic and foreign 
business firms have to operate in accordance with these codes and regulations. It 
should be noted, however, that the main conflict between the Islamic Sharia and 
business conduct in KSA is most apparent in the areas of banking, because the Sharia 
forbids usury. This problem can be solved either through the establishment of Islamic 
banks which suggest an interest-free banking system (Ali, 1990), or by making an 
agreement to pay interest subject to the law of non-lslamic jurisdiction, or by 
indicating interest obligations in the form of promissory notes in fixed amounts 
(Morrison, 1981).
With respect to the tax system, the Saudi government does not impose tax on 
sales or income, including expatriate employees. However, the tax system in KSA 
includes (Alqahtani and Cook, 1995): (i) Zakai (Alms) (2.5% annual obligatory 
property tax) paid by Saudis and Muslims; (ii) corporate taxes paid by foreigners; and 
(iii) customs duties paid by both.
Concerning products and services, business firms who are either national or 
foreign take into account the importance of the Islamic, cultural, and social conduct in 
KSA. They have to make sure that they do not deal with any of the prohibited 
products (i.e. selling alcoholic beverages, drugs, pork) or conduct prohibited 
behaviours (i.e. making usury, offering or accepting bribes, selling anti-religious
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clothes, etc). Promotion programmes and advertisements should not violate any of the 
Islamic or cultural principles. Advertising messages should be clear and direct, 
avoiding anti-religious images or words, and should not use exaggerating language in 
order to reach the Saudi customer (Alqahtani and Cook, 1995; Luqmani et al., 1989).
Business policies and strategies are significantly influenced by the political and 
legal systems of the country. Hence, the more knowledge the business firm has of the 
political and legal variables, the better its chance of succeeding and surviving in the 
market.
5.3,4 Technological Environment
Technological issues contribute greatly to productively implementing the 
policies and strategies of business firms. Technology applies to a number of areas in 
the business environment such as: new composite materials for manufacturing 
products, new communication techniques for promotion, etc (Fritzsche, 1991). 
Business firms, therefore, must be concerned with the technological element of their 
environment in order to make informed decisions about investing in innovations 
(Griffin, 1987).
The lack of a high technological base and well-trained staff were the main 
developmental constraints facing the Kingdom in the past. With these early obstacles, 
it was recognised that the acceleration of the Kingdom’s development would largely 
depend upon the utilisation of expatriated technology which was more advanced. 
While this strategy was successful in introducing advanced technology, it has led to a 
great dependence on foreign technology. To overcome this problem, the government 
has taken several measures (Ministry of Planning, Fifth Plan 1990-1995): (i) 
establishing a long term plan for the development of science and technology; (ii)
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coordinating action to expand and improve educational courses and curricula related to 
science and technology at all levels; (iii) enhancing the government’s role in 
improving the overall infrastructural support for science and technology; and (iv) 
promoting the establishment and expansion of R&D activities in both the public and 
private sectors.
The sudden increase in oil revenues during the 1970s enabled the government
to implement the above measures successfully. As a result, Saudi institutions, both
public and private, now operate some of the most advanced technology in the world.
The technology base used in the banking, oil, petrochemical, and military sectors in
KSA is regarded as among the most advanced in the world (Al-Turki and Tang, 1998;
Abdul-Gader, 1990). In terms of information technology (IT) issues, mainframes and
personal computers have dominated the Saudi market for the last two decades. This
domination is expected to increase if technological products and services are designed
in accordance with the religious and cultural aspects of the Saudi society. For
example, Al-Turki and Tang (1998) gave the following view:
“From continuous observations of the Saudi IT market, the authors 
would safely predict a noticeable increase in the adoption and 
utilisation of IT products and services by many elements of Saudi 
society. The above prediction will be realised if and only if the 
processes of Arabisation and Islamisation of IT products are taken 
sincerely and professionally.” (Al-Turki and Tang, 1998, p. 114).
With respect to the technological infrastructure in KSA, King Abdulaziz City
for Scientific and Technological (KACST), which was established in 1977 as the
central organisation for science and technology development, joined with other
universities in the Kingdom to support, encourage, and implement scientific research
and the promotion of various technological activities in line with national development
objectives, by taking into account the physical, environmental and natural resources of
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the Kingdom (Ministry of Planning, Fifth Plan 1990-1995). In the field of
communications systems, Saudi Arabia is using the most advanced techniques and
equipments in almost all fields of communication. Recently, the Saudi government
officially allowed access to the INTERNET and many Saudi institutions now have
access to it, e.g ., Saudi ARAMCO, KACST, KFSH\ and KFUPM. Special efforts will
be exerted to make such technological developments remain appropriate to the
particular conditions of S.A, so that they might be more widely available to all
individuals and institutions in the country.
Since Saudi Arabia has such a unique culture, technological breakthroughs
have to be adaptable (Al-Sudairy, 1994). This means that new technologies including
IT have to be designed and developed to meet the organisational, social, technical,
and religious orientations of Saudi society. With respect to the religious orientation,
Islam stands for progress, development, and modernisation as it defines them (Al-
Bureay, 1990). Hence, when King Faisal said ‘our religion requires us to progress
and advance’, he meant that Islam does not condemn science or technology on
principle. The Quranic verses and the prophet’s sayings all praise the pursuit of
knowledge and learning. In encouraging man to learn and invent the necessary
physical technology for progress and development of his own, Allah (God) says:
“ O assembly of jinns and men! If  you have power to pass beyond 
the zones of the heavens and the earth , then pass (them)! But you 
will never be able to pass them , except with authority (from 
A llah).” (Q uran 55:33)
By ‘power’, Allah meant knowledge, science and technology, and these are 
given to the man by the will of Allah (God). Moreover, technological developments
2) King Faisal Specialist Hospital is one o f  the most advanced health and research centres in Middle 
East.
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should also be in line with Islamic rules and teachings. Software piracy is, for
example, prohibited by Islamic law. In this regard, Sheikh Abdulaziz Ben Baz, the
head of the permanent committee for Scientific Research and Ifta (the highest
religious committee in the Kingdom), declared on the nineteenth of May 1996 that
software piracy is Haram (forbidden) (Appendix H). The reason behind this decision
is the reservation and protection of the intellectual work of individuals. Since Arabic
is the historical and official language of the Saudi society, technological discoveries
must be Arabised in order to ensure their success in the Saudi market. Microsoft
Windows and Office, for example, are Arabised and can deal with Arabic text and
characters very easily. Hence, public and private organisations should always be
informed of both the latest technological breakthroughs and future developments, in
order to make effective decisions. In this concern, Fritzsche (1991) gives the
following warning:
“A decision which satisfies technological consideration at one point 
may not be satisfactory at a future date. A decision which does not
take future technology into consideration may be obsolete before it
is put into effect.” (Fritzsche, 1991, p. 847).
In order to ensure their survival and future, business organisations whether 
national or expatriate, have to cope with the religious, social and cultural beliefs and 
values of the society in which they function, as environmental forces are substantial 
determinants in success or failure. Griffin (1995) suggests that ‘When environmental 
conditions are relatively stable and simple, the organisation experiences little 
uncertainty and is likely to adopt a rigid structure where rules, regulations, and
standards operating procedures can keep things running smoothly. However, when
those conditions are relatively dynamic and complex, firms might find it advantageous
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to adopt a much less bureaucratic approach and managers face a larger number of 
environmental variables. ’
5.4 ISLAMIC PERSPECTIVE AND MANAGEMENT PRACTICES
Allah indicates in the Quran that the main function of man is to worship Him. 
Islamic faith demands that Muslims apply religious and moral conduct to every act of 
their life, and that every act is considered as “worship” if it is in accordance with the 
principles and values of Islam. Work is considered, for example, as “worship” if it is 
conducted within the Islamic framework. It was mentioned above that Islam provides 
guidelines for almost every aspect of human activity including those related to 
business. From the Islamic perspective, business is a profession and also a way of 
seeking the pleasure of Allah (God) (Ismail, 1993), as the aim of business is not only 
to make profits but also to contribute in any way feasible to the benefit of society. 
Islam, however, lays down guidelines and principles that Muslim managers should 
take pains to adhere to: (Siddiqi, 1987): (i) Satisfying one’s own needs in moderation; 
(ii) meeting family responsibilities; (iii) planning for future contingencies; (iv) 
planning for future generations; and (v) contributing to social services and 
contribution to the cause of Allah (God). In general, work in Islam is a very heavy 
responsibility, with many duties and obligations (Al-Mubarak, 1995). Those who are 
in positions of authority (rulers, administratives, and managers) are personally 
responsible for their actions and behaviours and will be judged by Allah (God) on the 
day of judgement. In this context Prophet Muhammad (Peace be upon Him) said: “If 
any ruler having the authority to rule Muslim subjects dies while he is deceiving 
them, Allah will forbid Paradise for him .” (Al-Bukhari, 1994 pp 1025). The Prophet 
also said: “Whoever puts the people into difficulties Allah will put him into
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difficulties on the Day of Resurrection.” There are certain obligations for which the 
Muslim ruler or administrator is responsible from the Islamic perspective and it 
should be noted that what applies to rulers or administrators applies to all Muslim 
leaders whether they are executives or managers. These obligations are classified into 
four classes (Al-Mubarak, 1995):
Firstly, their obligations regarding position (general obligations). A Muslim 
administrator or executive is required to fulfil certain obligations towards his work. 
These obligations are illustrated as follows:
a) To accomplish his duties satisfactorily. Concerning this sort of obligation, Allah 
says in the Holy Quran: “Do deeds! Allah will see your deeds, and (so will) His 
Messenger and the believers. And you will be brought back to the All-Knower of the 
unseen and the seen. Then He will inform you of what you used to do.” (Quran 
9:105). The Prophet Muhammad said “The honest Muslim trustee who does what he 
is commanded and lives with his heart overflowing with cheerfulness and gives it to 
one to whom he is ordered, he is one of the givers of charity. ” (reported by Bukhari 
and Muslim).
b) To select his employees from the best qualified candidates on the basis of their own 
merits, not on anything else (e.g., nepotism). The Prophet Muhammad said, 
“Whoever entrusts a man to a public office where in his society there is a better man 
than his trustee, he has betrayed the trust of Allah and his messenger and the 
Muslims. ”
c) Misappropriation is prohibited in Islam. Allah says in the Holy Quran: “Whoever 
deceives his companions as regards the booty, he shall bring forth on the Day of 
Resurrection that which he took (illegally). Then every person shall be paid in full 
what he has earned, and they shall not be dealt with unjustly.” (Quran 3:161). The
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Prophet Muhammad (Peace be upon Him) said: “Some people spend Allah’s Wealth 
(i.e. Muslims Wealth) in an unjust manner; such people will be put in the Hell Fire on 
the Day of Resurrection.” (Al-Bukhari, 1994 pp 627).
d) Bribery is also forbidden in Islam. Allah (God) says in the Holy Quran: “And eat 
up not one another’s property unjustly (in any illegal way e.g. stealing, robbing, 
deceiving, etc.), nor give bribery to the rulers (judges before presenting your cases) 
that you may knowingly eat up a part of the property of others sinfully.” (Quran 
2:188). The Apostle of Allah (peace be upon him) cursed the one who bribes and the 
one who takes (Sunan Abu Dawoud, Narrated by Abdulla bin Amr ibn Aas).
e) Muslim leaders (rulers, administrators, executives, etc.) are not allowed to accept 
gifts given to them in their offices. This sort of conduct can very easily lead to a bribe 
and is a very common form of corruption (Al-Mubarak, 1995).
f) Maintaining confidentiality in the workplace. An administrator or executive should 
keep important information and the secrets of his job or organisation confidential. For 
example, the minutes of his meetings, problems and information about his 
organisation’s deals should not be disclosed to the public. The Prophet Muhammad 
said “When a man says something to someone and then turns to you, then it is a 
trust.” The prophet also said, “the secrets of the gatherings are a trust.”
g) To assist and cooperate with others at work in order to accomplish his job. 
Cooperation maintains the spirit of harmony and solidarity between employees and 
their managers. In the Holy Quran, Allah says, “Help you one another in Al-Birr and 
Al-Taqwa (virtue, righteousness and piety); but do not help another in sin and 
transgression. And fear Allah. Verily, Allah is Severe in punishment.” (Quran 5:2). 
Allah also says “And who conduct their affairs by mutual consultation.” (Quran 
42:38).
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1h) To fulfil agreement and promises. Allah says in the Holy Quran: “And fulfil 
(every) covenant. Verily! The covenant, will be questioned about” . (Quran 17:35). 
Also the Prophet Muhammad (peace be upon him) said: “I will be against three 
persons on the Day of Resurrection.” One of them is “One who makes a covenant in 
My Name, but he proves treacherous.” (Al-Bukhari, 1994 pp 488).
Secondly, obligations to clients are important. These obligations are underlined in the 
following:
a) To treat people justly. Allah says in the Holy Quran: “And that when you judge 
between men, you judge with justice.” (Quran 4:58).
b) To be gracious towards others. Allah says in the Holy Quran, “And be kind
and humble to the believers who follow you” . (Quran 26:215). Also the Prophet
Muhammad said: “May Allah’s Mercy be on him who is lenient in his buying, 
selling, and in demanding back his money.” (Al-Bukhari, 1994 pp 1025).
c) To be willing to listen to people’s complaints and needs.
d) To be responsive to clients’ needs. In this respect, the Prophet Muhammad 
said: “Any man whom Allah has given the authority of ruling some people and who 
does not look after them in an honest manner, will never have even the smell of 
paradise.” (Al-Bukhari, 1994 pp 1024). Hence, true Muslims should realise the 
significant role of their beliefs in being accountable before Allah on the Day of 
Judgement in terms of looking after the needs of his people.
Muslims have four important obligations to subordinates from an Islamic perspective:
a) To pay their employees (financial obligation). Employees have a right in Islam
to expect a financial obligation. The Muslim has the right to get worldly income to 
meet his needs. In this regard, the Prophet Muhammad said, “I will be against three 
persons on the Day of Resurrection” one of them is “One who employs a labourer and
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gets the full work done by him but does not pay him his wages.” (Al-Bukhari, 1994 
PP 488).
b) Not to overwork them and to consider their ability limited. Allah says in the 
Holy Quran: “Allah burdens not a person beyond his scope.” (Quran 2: 286). For the 
administrator or manager, gaining the mercy of Allah (God) is conditioned by his 
mercy towards his employees. The Prophet also said: “He who is not merciful to 
others, will not be treated mercifully.” (Al-Bukhari, 1994 pp 956). The Prophet 
Muhammad said, “Your servants are your brothers...so he who has brothers under 
him should not ask them to do things which are beyond their power and if you do ask 
them to do such things then help them.”
c) To consider their personal affairs, their problems and their personal 
conditions. That is (the employees) are to enjoy their vacation. Allah says in the Holy 
Book: “If they ask your permission for some affairs of theirs, give permission to 
whom you will of them, and ask Allah for their forgiveness.” (Quran 24:62).
d) To consult their subordinates in their important decisions and in the matters of 
their organisations. Consultation is one of the Islamic principles. Allah says to his 
Prophet Muhammad in the Holy Book: “And consult them in the affairs.” (Quran 
3:159). Allah also says in the Quran: “And conduct their affairs in mutual 
consultation.” (Quran 42:38).
Thirdly, rulers, administrators and executives have to fulfil certain obligations 
towards their Supervisors. These obligations are illustrated as follows:
a) To obey them and to fulfil what they are ordered to do in terms of their duties. 
Allah says in the Holy Quran: “O you who believe! Obey Allah and obey his 
Messenger (Muhammad) and those of you (Muslims) who are in authority.” (Quran 
4:%%.
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b) To be a sincere and trustworthy adviser to them. The Prophet Muhammad said
“Ad. Din is a name of sincerity and well wishing. Upon this, we said; for whom? He 
replied: For Allah, this Book, and his messenger and for the leaders and the general 
Muslims.” (Reported by Muslim).
c) To respect their supervisors. The Prophet Muhammad said: “He who
dishonours the rules is disgraced by Allah.” (Reported by Tirmidhi).
d) To seek their permission before leaving the workplace or the organisation.
Allah says in the Quran: “Verily! Those who ask your permission, those are they who
(really) believe in Allah and His Messenger.” (Quran 24: 62).
These types of obligations are illustrated in Figure 5-2.
FIGURE 5-2
RESPONSIBILTIES AND OBLIGATIONS OF ADMINISTRATOR 
AND MANAGER FROM THE ISLAMIC PERSPECTIVE
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These are the responsibilities and obligations of a Muslim ruler, administrator 
and manager as described in the Holy Quran and Sunnah (Prophet’s Traditions). It is
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recognised, however, that The Holy Quran and Sunnah contain many references to the
conduct of management. With respect to the Islamic style of management, Abdul-
Gader and Al-Bureay (1993) gave the following point of view:
“The Islamic perspective stresses values, ethics, and moral 
standards from the Islamic point of view and it seeks to maximise 
such values. Cooperation rather than competition, consultation 
(shnra) rather than authoritarianism in decision making, 
antibureaucratic measures rather than bureaucratic styles, and 
moderate leadership authority rather than absolute leadership (a 
system of superior and subordinate role relationships in which the 
former is the only source of legitimate influence upon the latter) 
are basically the main characteristics of the Islamic perspective.” 
(Abdul-Gader and Al-Bureay, 1993, p. 13).
To demonstrate the Islamic model, Abdul-Gader and Al-Bureay, (1993) 
compared it with four management models based on Fredreckson’s (1980) work for 
the four Western models. Table 5.1 illustrates the comparison between the Islamic 
perspective and the other four models.
As the Table indicates, the Islamic model of management aims to maximise 
values such as justice and freedom, social equity, personal growth in terms of the 
material and spiritual, the individual’s dignity, and productivity in work. It is obvious 
that a Muslim ruler, administrator or manager is likely to be strongly influenced in the 
way he thinks, behaves, and in his lifestyle by his religious beliefs (AbuZnaid, 1994).
Some important highlights and considerable historical background have been 
discussed in both the present and previous chapters. They have included important 
periods in the history of the Kingdom of Saudi Arabia which played a key role in 
shaping Saudi culture and values. Economic development and developmental process 
in one of the most important periods in the Kingdom’s history was also underlined.
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TABLE 5.1
ISLAMIC PERSPECTIVE AND CONTEMPORARY 
MANAGEMENT MODELS
Theorists
Empirical
Foem
Mf^or
Characteristics V f^ s 0 b tinm bt^sed
M oM
The Organisation, 
Work group
Structure, hierarchy, 
control, authority, chain 
o f  command, span o f  
control, centralisation
Efficiency,
economy,
effectiveness
M eM
The decision Logical-positivist, 
operation research, 
management science, 
productivity
Rationality,
productivity
decision (rational) 
decision (incremental)
Empirical, positivist, 
rationality technology, 
bureaucracy as an 
expression o f culture, 
pattern o f bureaucratic 
behaviour focusing on 
survival competition
Science, neutral 
analysis o f  
organisational 
behaviour, 
incremental, 
pluralism, criticism
Bmm»rekutiùn
M oâa
The individual and the 
Work group
Interpersonal and 
intergroup relations, 
communications, 
motivation, change, 
training shared authority, 
consensus
Worker satisfaction, 
personal growth and 
individual dignity
M m k  PerspeeMpe Individual/organisation Religious & secular motivation stress on 
values, ethic and morality 
from Islamic point o f  
view
Justice, freedom, 
and social equity as 
outlined in Islamic 
teachings
Source: Abdul-Gader and Al-Bureay, (1993).
Islamic influence on the business environment in Saudi Arabia was clearly 
explained, Islamic teachings and their implications were also clarified, as these are the 
basis on which Saudis in general depend upon in their daily life. Saudi managers, 
therefore, are expected to show high Religious and Social values in both their personal 
and managerial lives.
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CHAPTER SIX 
RESEARCH DESIGN AND METHODOLOGY
6.1 INTRODUCTION
The main purpose of this chapter is to underline the proposed methodology of 
data collection to be used to reach the research objectives. This chapter will consist 
of four main sections. In the first section, selection and design of the research 
instrument will be described in detail; instrument testing and pilot studies will be 
explained in the second section; the third section will be devoted to illustrating the 
framework for collecting the research data needed for statistical analysis; and the 
sample selection and the data analysis techniques employed will be explained and 
discussed in detail at the end of this chapter.
6.2 SELECTION AND DESIGN OF THE RESEARCH 
INSTRUMENT
Selecting and designing the research instrument used to gather the data needed 
for analysis is a very important task, to which researchers have to give great 
consideration and care. Effectiveness of the instrument design adds validity and 
reliability to the test conducted and the results achieved.
The literature presented in the previous chapter reveals four prominent value 
classifications. In 1960, psychologists Gordon Allport, Philip Vernon, and Gardner 
Lindzey studied values in society. The study was based directly upon the German 
philosopher Eduard Spranger’s Types of Men: theoretical, economic, aesthetic, 
social, political, and religious. In 1967, psychologist George England developed a
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personal values questionnaire, in which he asked managers to evaluate the importance 
of 66 different values (Fritzsche, 1995). In 1973, psychologist Milton Rokeach 
developed a value survey. The survey contained eighteen instrumental values which 
related to “modes of conduct” and eighteen terminal values which were associated 
with the “end-states of existence” (Fritzsche, 1995). Recently, Rowe and Boulgarides 
(1992) developed a Values Inventory Model (VI) based directly on Spranger’s and 
Allport’s values.
In England’s questionnaire, the subject manager is required to rank the 66 
concepts according to importance. This means that some of these 66 concepts are 
more important to him than other concepts. These concepts are seen to be the 
subject’s operative values, which influence him when choosing appropriate options for 
solving managerial problems. Since those values that are of most importance to the 
manager are not all of equal importance to him, some of them will be more important 
to him than others in the same rank, which may lead him to neglect some of those 
latter values as they are of less relative importance than they were previously. Thus, it 
could be said that England’s instrument measures only absolute strength as opposed to 
relative strength which is seen as being very important in solving managerial 
problems. Relative strength refers to the relative importance of values.
In addition, solving problems in real life requires managers to evaluate and 
rank all possible alternatives according to their relative importance and not to their 
absolute importance in order to reach the best option for solving the problem. This 
leads us to conclude that the relative and not the absolute strength of values should be 
measured, whilst also taking into consideration the situational factor, which is also 
lacking in England’s questionnaire.
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Although England’s list was specifically formulated to be relevant for business 
organisations, McDonald and Gandz, (1992) propose that sixty-six items are 
cumbersome and, perhaps, improperly focused: while many items are indicative of 
underlying values, they are not in themselves values.
In Rokeach’s value survey, the respondent is asked to rank eighteen terminal 
values (beliefs or conceptions about ultimate goals or desirable end-states of existence) 
and eighteen instrumental values (beliefs or conceptions about desirable modes of 
behaviour that are instrumental to the attainment of desirable end-states) on a scale in 
order of relative importance. The instrument measures the relative importance of a set 
number of values (36 single values) and not the relative importance of categories or 
classes of values where each category or class reflects a number of values.
Rokeach’s value survey was utilised by numerous authors in a wide variety of 
settings in business organisations (Fredrick and Weber, 1987, Schmidt and Posner,
1992; Fritzsche, 1995). They found that many managers did not consider some of 
Rokeach’s values important. They therefore do not have a great deal of influence on
decision making. However, the values that managers do consider to be important are
■I
likely to significantly influence decision-making behaviour (Fritzsche, 1995). |
Rokeach’s value classification was developed for general application in society and is 
therefore not relevant to the context of modern business (McDonald and Gandz,
1992). They indicate that Rokeach’s end-state values include concepts such as i
salvation, inner harmony, and mature love. Rokeach’s value survey was also |
investigated by Kline who gave the following point of view: j
Ht is difficult to recommend this test. The fact is that it is a 
collection of thirty-six one-item scales... It seems inconceivable 
how one item could measure a value.” (Kline, 1993, p. 549).
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Although both England’s and Rokeach’s value scales contributed significantly 
to the study of individual values, they are inappropriate for practitioners in business 
contexts or modern business organisations.
In Rowe and Boulgarides’ (1992) values inventory model, they argue that 
instead of there being six values as determined by Spranger and Allport, there are 
only four categories of values: Pragmatist, Theorist, Idealist and Humanist. Although 
the value inventory model was correlated with an Allport test and shown to be 
consistent, there are two problems associated with this model. Firstly, Rowe and 
Boulgarides used the Pragmatist and Humanist value categories, but it seems difficult 
to determine whether the Pragmatist manager is more economic or political, and also 
whether the Humanist is more social or religious. Secondly, for the value inventory 
test to be a powerful measuring tool, it must be used along with Boulgarides’ decision 
style inventory (1983). Which means that the subject has to complete two instruments 
instead of one.
Due to the above problems posed by England’s, Rokeach’s and Rowe and 
Boulgarides’ value surveys, the researcher decided to select Allport’s instrument to 
measure personal values held by Saudi executive managers. Unlike both Rokeach’s 
and England’s values scales. Allport’s instrument measures the relative prominence of 
six classes of values (Theoretical, Economic, Aesthetic, Social, Political, and 
Religious). These values are reflected in a number of questions, based upon a variety 
of situations and problems likely to exist in real life.
In his study of traits. Allport (1968) proposed the restraints of “heuristic 
realism” which accepts the common-sense assumption that persons are real beings. 
According to Allport, each has a real neuropsychic organisation, and our job is to 
comprehend this organisation (as well as we can) to relate the inside and outside
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systems more accurately. But such a relation cannot be established by neglecting 
ecological, social, and situational factors. At the same time (Allport, 1968) our 
profession uniquely demands that we go beyond common-sense data and either 
establish their validity or else, more frequently, correct their errors. To do so requires 
selecting our trait selections for study and employing rationally relevant methods 
which are strictly bound by empirical verification.
But according to Allport, the trait studies depend in part upon the 
investigator’s own purposes. The investigator himself creates a situation for his 
respondents, and his own purpose and methods will limit what he is able to obtain 
from them. But, Allport continues, this fact need not destroy our belief that, so far as 
our method and purpose allow, we can elicit real tendencies.
Allport’s instrument rests upon an a priori analysis of one region of human 
personality, namely, the region of generic evaluative tendencies. As was stated above, 
Eduard Spranger made a persuasive case for the existence of six fundamental types of 
subjective evaluation. Allport decided to put his hypothesis to an empirical test. 
Allport continues, when confronted by a forced-choice technique, that people do, in 
fact, subscribe to all six values, but in varying degrees, and that within any pair of 
values, or any quartet of values, their forced choices indicate a reliable pattern.
6.3 THE PURPOSE OF THE INSTRUMENT
As mentioned above, in this chapter Allport’s questionnaire will be used to 
measure personal values held by Saudi executive managers. But since this research is 
aimed at measuring the values of managers in both their personal and managerial 
lives, the researcher has made the following adaptations and additions to Allport’s 
questionnaire:
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1- Allport’s questionnaire was slightly modified in terms of the religious and 
cultural perspectives of the Saudi society to which it will be applied. (This 
modification was adopted without affecting the core meaning of the question.)
2- A completely new section was developed by the researcher and added to the 
two parts already included in the existing questionnaire. This new part includes 
a number of questions based on a variety of controversial problems and 
situations a manager may face in the workplace, and will provide a tool for 
measuring the relative prominence of the six managerial values based directly 
upon Eduard Spranger’s classification of values.
The instrument therefore consists of three parts, the first two will measure 
managers’ values in their personal life and the third will measure managers’ values in 
their managerial life. An example of how the instrument could be illustrated follows:
The questionnaire consists of a number of questions, based upon a variety of 
familiar situations to which there are two alternative answers in part 1, four 
alternative answers in part 2 and three alternative answers in part 3. In total there are 
174 answers, 20 of the first 120 answers (parts 1 and 2) refer to each of the six 
personal values of managers, and 9 of the last 54 answers (part 3) refer to each of the 
six managerial values. The respondent records his preferences numerically at the side 
of each alternative answer. His scores on each page are then added up and the totals 
transcribed onto the score sheets for both personal values and managerial values. The 
page totals belonging to each of the six values are then added together to see the 
significant standing of managers on all values simultaneously. The instrument design 
is shown in Table 6.1.
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TABLE 6.1
THE RESEARCH INSTRUMENT
: QueBiiùm
Cankàneé
AÙ^maHyê 
Âmwers given
Sûûre ùf yioeh AMAnmer&
Prùviâeû
T ù ta
Smm
i  1  , 30 2 3 points 60 90 p is
15 4 10 points 60 150 p is
3 18 3 6 points 54 m p t s
174 34$p ts
In all, there are 348 points, 240 points of which are distributed evenly over the 
six values of managers in their personal life. The last 108 points are distributed 
equally over the six values of managers in their managerial life. Conducting such 
distribution effectively will help to get a significant ranking and standing of managers 
on both their personal and managerial values.
6.4 INSTRUMENT TESTING
Once an initial draft of the instrument has been designed, it should be tested. 
Several procedures were employed to reduce any possible sources of error that may 
adversely affect the validity and reliability of the instrument.
Eleven Arabian post-graduate students here in Scotland were asked for their 
opinions and comments concerning the questionnaire in general. These students, from 
Saudi Arabia, Libya, and Egypt gave effective feedback, especially on the translation 
of the English language into Arabic and the difficulty of some of the questions. This 
feedback was handled carefully and incorporated into the initial draft of the 
questionnaire.
On February 1, 1997, the researcher was able to return to Saudi Arabia to 
conduct and administer the questionnaire in the business and industrial community in 
the Kingdom of Saudi Arabia. The researcher started by completing the test conducted
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in Scotland by interviewing two colleagues at Imam University and Dr. Al-Hammad, a 
professor of marketing, one of the researcher’s contacts at King Faisal University. The 
information received by the interviewees helped to strengthen the questionnaire which 
was amended in view of their recommendations.
To ensure that the testing of the questionnaire achieved its intended purpose, it 
was taken to the field for pilot testing. The pilot test was conducted in two different 
ways:
First, five interviews were held with five executive managers in three different 
Saudi companies. These interviews were successful and the feedback received was 
effective and beneficial, especially with respect to the construction of some of the 
questions.
Second, the questionnaire was sent to twelve Saudi corporations seeking their 
advice and suggestions regarding its general construction. Two copies were sent to 
each company to be filled out by two executive managers. 24 questionnaires were 
sent in total, 11 of which were received back. Many suggestions were received 
and incorporated into the construction of the final questionnaire.
In the opinion of the researcher’s colleagues at Imam University, researcher’s 
friends at other universities, as well as the researcher’s experience, holding such 
interviews and sending the questionnaire to a few large corporations were sufficient as 
a pilot test.
To ensure the validity and reliability of the instrument, several precautions 
were taken (e.g., the careful selection of the sample, homogeneity of the items in the 
instrument, etc.). The extent to which the questionnaire is valid and reliable will be 
discussed in detail later on in this chapter.
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6.5 THE FRAMEWORK OF THE STUDY
The study of values aims to measure the relative prominence of the six basic 
values in personality discussed above: the theoretical, economic, aesthetic, social, 
political, and religious, and then to identify the extent to which Saudi managers 
represent these six classes of values. The study also utilises Allport’s questionnaire, 
with slight modifications and with an additional section containing questions asking 
managers to make decisions concerning controversial issues in a managerial 
environment. When completed by the subject manager, this questionnaire would result 
in two types of independent measurements of one personality: a measurement of the 
relative strength of 6 personal values (which would lead in turn to an outline of the 
personal values system of the subject manager) and the relative strength of six 
managerial values of that same subject manager. Both value systems would provide 
useful data for analytical purposes. The results reached by the analysis methods would 
also help to achieve the research objectives. The framework by which data was 
collected is shown in the following diagram.
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FIGURE 6-1
THE STUDY FRAMEWORK
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6.6 SAMPLE SELECTION
Selecting the sample for a study is a key issue and must be given careful 
attention. Selecting or designing appropriate samples for the study will enable reliable 
information to be gathered from the sample. There are several issues which the 
researcher must focus on when designing such a sample. They are as follows 
(Hawkins and Tull, 1994):
1- Selection of the relevant population
2- Type of Sample
3- Sampling Frame
4- Size of Sample
5- Cost of Sample
6.7 SELECTION OF RELEVANT POPULATION
The relevant population of any research is highly dependent on the research 
objectives. Since this research aims to measure the relative importance of Saudi 
executive managers’ values in the private sector, all managers in the top and middle- 
levels of all firms in S.A. are considered to belong to the relevant population for this 
research.
6.7.1 Type of Sample
The technique employed in the sampling selection is also dependent on the 
research objectives and their requirements. There are different sampling techniques 
that may be classified by their representation basis and the element selection 
techniques (Emory, 1980; Hawkins and Tull, 1994). Representation-based selection 
means that the members of a sample may be selected based on probability (random- 
selection) or on non-probability techniques, where all members of a sample are 
purposely selected. The techniques and methods of probability and nonprobability 
samples are presented in Table 6-2.
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TABLE 6.2 
PROBABILITY AND NON-PROBABILITY SAMPLING DESIGNS
Sam0ueJ)0dm Descripêon f Âêm ntam^^aÉm^m
L Sonpiemnéom 
Sampling
All elements in the 
Populations are considered and 
each element has an equal chance 
of being chosen as the subject.
High Generalisability offending.
♦Not as efficient as stratified 
sampling.
Z s^ stemaiSc sampling Every nth element in the 
population is chosen starting from 
a random point in the population 
frame.
♦Easy to use if  population 
frame is available.
Systematic biases are possible.
Z mHéarn mmpling0^MS}
(Str.m
- iHsprtgrnrHamOe
Population is first 
divided into meaningful 
segments; thereafter 
subjects are drawn:
- in proportion to their 
original numbers in the 
population
- based on criteria other than their 
original population number.
♦Most efficient among the 
probability designs
Population frame for each 
stratum is essential.
- Would adequately represent strata 
with low numbers.
4. Caster sangfMg Groups that have homogeneous 
members are first identified; then 
some are chosen at random; all the 
members in each o f the randomly 
chosen groups are studied
In geographical clusters, cost 
of data collection is low.
♦the least reliable among all the 
probability sampling designs.
5. AfmmmpUng Cluster sampling within a 
particular area or locality.
Cost— effective. Useful for 
decisions regarding locations.
& 1>&iihle sm^Ung The same sample or a subset 
of the sample is studied twice.
Offers more detailed information on 
the topic o f study.
Non-probability SampiUm
% Comenlem smiling The most easily accessible 
members are chosen as subjects
Quick, convenient, less expensive. 
♦ Not generalisable at all.
Z Judgemeni sampling Subjects selected on the 
basis o f their expertise in 
the subject investigated.
Sometimes the only meaningful way 
to investigate.
♦Generalisability is questionableZ Quom sampling Subjects are conveniently chosen from targeted groups according to 
some predetermined number or 
quota
Very useful where minority groups’ 
participation in a study is critical.
♦ Not easily generalisable
Source: Sekaran, (1992).
Selecting the elements of a random sample may be (Emory 1980; Sekaran, 1992):
- Unrestricted, which means that elements are selected individually and 
directly from the population viewed as a single pool;
- Restricted, which means that additional controls are placed on the 
Process of element selection.
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The selection of one of the above methods of sampling is influenced by many 
factors such as the availability of the sampling frame, availability of the resources and 
the spread of population.
As mentioned before, representation-based method means that the elements of 
a sample are selected using either the probability method, where the sample is selected 
randomly and each element has a known non-zero chance of selection, or the non­
probability method where the sample is selected purposively and each of the sample 
members does not have a known non-zero chance of being selected (Chisnall, 1991; 
Davis and Cosenza, 1993). However, it is sometimes possible that the first stage of 
research will use a nonprobability design, and when more information is obtained a 
probability design will be resorted to, just as the converse is also possible (Sekaran,
1992).
Having presented probability and non-probability sampling methods, this 
research uses both non-probability and probability sampling techniques. As the total 
population of Saudi executive managers is not available for this study, the top 1000 
Saudi firms were designated to be the frame from which the sample is drawn, and 
since every population’s element does not have a known non-zero chance of being 
selected (nonprobability), a number of 600 executive managers was also drawn 
randomly from the top 1000 firms. Thus, it was ensured that every population’s 
element within the 1000 firms had a known non-zero chance of being selected 
(probability). In order to insure that the sample of Saudi executive managers would 
represent the population from which it was drawn, the author used the following 
classification of personal and organisational characteristics:
Classification of personal and Organisational Variable used by the author
(1) Level of manager: defined in terms of the manager’s position in the organisation.
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Two levels were determined:
(Level A): referred to those of highest positions in the organisation included 
President and Vice President.
(Level B): referred to those of middle level positions in the organisation and 
included Branch General manager and Head of Division.
(2) Age of manager : four categories were selected as follows:
A- (below 30): referring to those managers who are below thirty years old.
B- (30-39): referring to those managers who are between 30 and 39 years old. 
C- (40- 49): referring to those managers who are between 40 and 49 years old. 
D- (50 - more): referring to those managers whose age is fifty years or more.
(3) Educational level of manager: in terms of the educational level, six categories 
were used:
A- Below high school, B- High school, C- Some college education, D- College 
Degree, E- Masters degree, F- Ph.D.
(4) Experience of manager as defined in terms of the number of years he has been 
working. Five categories were selected:
A- Below 5 years, B- 5 - 9 years, C- 10 - 19 years, D- 20 - 29 years, E- 30 
years and more.
(5) Type of firm as defined in terms of the business activity of the firm. Seven
categories were determined as follows:
A- Manufacturing, B- Trading, C- Agriculture, D- Finance and Insurance 
activities, E- Transportation, F- Contracting, 0 -  Services.
(6) Size of firm: the number of people it employs defines the size. Three 
characteristics were defined:
A- Small: if the company employs less than 100 people
B- Medium: if the company employs 100 or more but less than 2500
people
C- Large: if the company employs 2500 people or more.
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6.7.2 Sampling Frame
The source of elements from which a sample is actually selected is the 
“sampling frame” . This study used the annual directory, International Information & 
Trading Services Co. Directory, 1996, as its sampling frame. This directory was one 
of the few sources, and the almost reliable available to the researcher from which 
information about Saudi managers could be obtained. The directory provides a list of 
the top 1000 Saudi Companies, and also provides useful background and data on these 
firms (e.g. number of employees, high level managers, financial situation, activities, 
addresses, telephone numbers, and a brief history).
6.7.3 The Sample Size
The wider the representation of a population in a sample the more likely it is 
that the information obtained will be sufficient, valuable and reliable. Influenced by 
lack of resources available to the researcher, it was decided that a number of 600 
executive managers would be used as the sample size of the study. Since information 
and resources concerning the study of Saudi managers is minimal, the author 
determined this number based on advice from and consultations with different sources 
(e.g. experts, colleagues, and the researcher's experience). An executive is defined as 
the manager at top and middle-levels in an organisation (Gray and Smeltzer, 1989). 
These 600 managers were selected randomly from the top 1000 companies in S.A. 
The reasons behind selecting managers from top organisations are as follows:
- Due to the lack of information available to the researcher about the total population 
of Saudi managers, research was focused on executive managers as the population 
used for the study. Also, the International Information & Trading Services Co. 
Directory (1996) seems to be a reliable frame from which to draw the sample.
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- Managers are clearly a very important factor in the success or failure of any 
organisation, thus, studying the values they hold is believed to be necessary as 
these values are an important factor influencing the managers decision behaviour.
- Managers of such companies are believed to be more responsible and organised, 
and this will strengthen the response rate.
- Managers of top companies are often well educated and have sufficient knowledge 
to get reliable information and answers necessary for the discussion part of this 
research.
6.7.4 The Sample Cost
Decisions concerning the determination of the sample type and size are 
influenced by cost factors. As the researcher was confident and convinced that this 
sample would provide reliable information, the influence of cost factors upon decisions 
about this sample decreased. The researcher believed that the sample selected for this 
study accurately represented the research population and was appropriate to provide 
reliable information. Although sending 600 questionnaires to 600 companies was 
costly, the researcher decided not to look further for other samples.
6.8 DATA COLLECTION METHODOLOGY
The final draft of the questionnaire consists of five parts; first is a letter from 
the researcher to the manager at the highest level of the organisation informing him 
that the questionnaire would have be completed by a Saudi executive manager 
(Appendix A). In addition to that is a request for co-operation stated in an official 
letter from the Council of Saudi Chambers of Commerce and Industry (Appendix B). 
A similar letter from the Deputy Vice President of Imam University requesting the co­
operation of managers of the private sector in S.A. also accompanies the questionnaire
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(Appendix C). In the second part of the questionnaire a cover letter from the 
researcher appears with an opening statement explaining the purpose of the study and 
the reason behind the selection of the interviewee (Appendix D). In the third part of 
the questionnaire, instructions and an explanation of the method of selection are 
outlined before each part of the questions. Part four is designed to collect classification 
information about the sample of the study. The fifth part of this questionnaire consists 
of questions about the six classes of values which need to be answered by the 
interviewee (Appendix E). The data collected through these answers will help in the 
statistical analysis and then in reaching the objectives of the study in general.
At this stage the questionnaire was ready for distribution and the data collection 
method had to be determined, taking into consideration the nature and characteristics 
of the sample surveyed. In this study, in view of the sample of 600 executive 
managers required to provide necessary data for the research, it seemed that a mailed 
questionnaire was the most convenient survey method available. Although mail 
surveys are subject to a high level of non-response, researchers can improve the 
response rate by careful designing the questionnaire and by effective follow-up 
procedures. Mail survey projects with a return of 30% or so are often considered 
satisfactory (Dillman, 1978). On the positive side, mail surveys are typically lower in 
cost than other survey methods (e.g., personal interviews, telephone, etc.), allow the 
respondents more time to respond, and are effective in reaching persons such as 
executive managers.
Consequently, the researcher decided to use mailed questionnaires mainly 
because of the considerable advantages this method has over other survey methods: 
conducting a mail survey best facilitates the collection of the required data due to the 
size of the sample which is as large as 600 executive managers; the. sample’s subjects
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are distributed over different cities which are in turn several kilometres apart; reaching 
600 executive managers in the top 1000 Saudi firms would be difficult using any other 
method, and finally, the availability of the sample frame with the updated information 
(e.g. addresses, type of business, telephone number, etc) is best suited to this 
particular method.
The questionnaires were mailed to 600 executive managers in 600 firms from 
the top 1000 firms in S.A. Their geographical locations are distributed throughout 
most major cities and provinces of Saudi Arabia. These cities and provinces are 
illustrated in Table 6-3.
TABLE 6-3 
MAJOR CITIES AND THEIR LOCATIONS 
COVERED BY THE MAILED QUESTIONNAIRE
1 Œ
Riyadh, Kharj Buraidah, Unaizah Central S.A .
Dammam, Khobar, Dhahran, Hasa, Jubail Eastern S.A .
Jeddah, Mekkah, Medina Western S.A .
Tabuk, Arar Northern S.A .
Najran, Jazan, Khamis Mushate, Abha Southern S.A .
On evaluating the first questionnaires to be received back it became clear that 
the majority had been completed by managers at the highest level in the companies 
concerned (General Managers and Vice General Managers). In order to ensure the 
necessary diversity of levels included in the study, the remaining companies were 
contacted and the request was made that the questionnaires be completed other types of 
managers in the middle level such as those of Marketing, Sales, Finance etc.
Three weeks after the date of mailing the questionnaires, the first follow-up 
letter was sent requesting the co-operation of those managers who had not yet 
responded. (Appendix F). This letter stimulated some managers to respond but because
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others still failed to complete the questionnaire, a second follow-up letter was sent two 
weeks later (Appendix G). On examining the final collection of questionnaires 
received by the researcher some still remained incomplete due to incorrect addresses, 
unavailability of some managers, and the time required to answer the large number of 
questions (63 questions) which might have discouraged some managers from 
participating. After all the efforts exerted by the researcher to collect as many 
questionnaires as possible, 234 questionnaires from most of the cities mentioned above 
were received. Eleven of these were rejected because some were answered incorrectly 
or incompletely and eight were returned unanswered. A questionnaire was considered 
incomplete if the subject had not answered 90 % or more of the questionnaire. Thus, 
215 useful questionnaires with a response rate of 35.8% were received. The diversity 
of questionnaires obtained was also answered. This usable number of questionnaires 
(215) would provide the necessary data for statistical analysis used to measure the 
relative importance of the six classes of values. Statistics of the sample characteristics 
and data analysis and results will be presented in the next chapter.
6.9 VALIDITY AND RELIABILITY
Validity and reliability have been considered two major criteria used by 
researchers to ensure the effectiveness of a measurement tool. Validity tests the extent 
to which an instrument measures the particular concept it is supposed to measure, 
while reliability is concerned with accuracy and consistency in measurement (Sekaran, 
1992; Nunnally, 1978). Although some statisticians provide broad guidelines on these 
two issues, for example Orenstein and Philips (1978) who discussed ways of testing 
validity and reliability, and Kozlov and Ushakov (1970) who devoted a complete
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handbook to reliability, there is unfortunately no definitive solution to the problem of 
measuring the validity and reliability of research findings (Emory, 1980).
6.9.1 Validity
There are various forms of validity that could be used by researchers to ensure 
the quality of measurement (Sekaran, 1992), however there are three basic kinds of 
validity which are used: content validity, construct validity and criterion-related 
validity (Hawkins and Tull, 1994; Sekaran, 1992).
6.9.1.1 Content Validity 
The more representative the scale items are of the domain of the aspects being
measured, the greater the content validity. Content validity ensures that the 
measurement includes an adequate and representative set of items that would tap the 
concept (Sekaran, 1992).
For this study, content validity for the aspects measuring personal and 
managerial values of Saudi managers was established through an extensive search of 
the literature; personal interviews were conducted with five (5) executive managers, 
and eleven (11) questionnaires were completed by executive managers to ensure that 
aspects and items were included which represented personal and managerial values 
associated with business managers.
6.9.1.2 Criterion-Related Validity 
This type of validity is established when the measurement differentiates i
individuals on criteria it is expected to predict (Sekaran, 1992). The criteria used may j
I
be subjective (does the evidence agree with what a researcher believes) as well as |
objective (does the evidence agree with other research findings) (Davis and Cosenza, I
1993). I
171
The results obtained by the test were satisfactory and are shown to be 
consistent with what the researcher believes and expected. Also these results seem 
consistent with other research findings, especially those related to Arab management 
issues which will be discussed in chapter eight. It can be concluded, then, that the test 
was successful and the criterion-related validity of this study is established.
6.9.1.3 ConstiTict Validity
Construct validity testifies to how well the scale represents the concept being 
measured (Davis and Cosenza, 1993; Hawkins and Tull, 1994). Attitude scales and 
personality tests are concepts which fall into this category. Even though this validation 
situation is much more difficult, researchers still insist on assurances that their 
measurement has an acceptable degree of validity.
The survey questions are direct and the items used to measure the six value 
dimensions are clear enough to indicate that the construct validity is acceptable, which 
is especially important as the first draft of the questionnaire had already been piloted. 
In addition, conducting the personal interviews as a way of testing the research 
instrument contributed positively to the construct validity. Adapting slight 
modifications to Allport’s measurement to suit the Saudi culture also contributed to an 
improvement in the construct validity.
Statistically, the major approach commonly used to evaluate construct validity 
is convergent validity. Convergent validity is established when the results obtained by 
two different measurements that purport to measure the same concept are highly 
associated (Sekaran, 1992; Davis and Cosenza, 1993). However, since the value 
questionnaire was the only means for gathering data for this research, it seems 
difficult to evaluate construct validity in terms of a statistical perspective.
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6.9.2 Reliability
The reliability of a measurement indicates the stability and consistency with 
which the instrument measures the concept and helps to assess the quality of a 
measurement (Sekaran, 1992). In other words, reliability is concerned with estimating 
the degree to which a measurement is free from random or unstable error (Davis and 
Cosenza, 1993). According to Sekaran (1992), stability and consistency are two 
different perspectives on reliability.
6.9.2.1 Stability
The stability is known as the ability of a measure to secure consistent results 
with repeated measurements whilst using the same instrument. The major problem 
associated with this approach is that when the two tests are separated by a long period 
of time there is the chance that situational factors change which thereby affect the 
observations. Two tests of stability are test-retest reliability and parallel-form 
reliability (Sekaran, 1992).
6.P.2.2 Test-Retest Reliability
When an instrument containing some items that are supposed to measure a 
concept is administered to a set of respondents now, and again to the same 
respondents later, then the correlation between the results obtained at the two different 
times from the same set of respondents is called the test-retest coefficient (Sekaran, 
1992). Two difficulties are associated with this method. If the retest is given too 
quickly, the subject will remember his or her previous answers and then repeat them, 
and the test-retest process itself may introduce bias. For example, the respondent may 
become “test wise” or at least exhibit less anxiety in the retest. It might be that the 
first test sensitises the respondent to the subject, who may go on to learn more or
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form new and different opinions in the intervening time before the retest. In all of 
these cases, the tendency is for a downward bias to be produced in the stability scores.
6.9.2.3 Parallel-Form Reliability
When results from two comparable sets of measurements tapping the same 
construct are highly correlated, we have parallel-form reliability (Sekaran, 1992). 
Researchers may test for item sample equivalence by using parallel methods 
administered to the same person at roughly the same time. The results of the two tests 
are then correlated.
Due to the above difficulties, especially those associated with the test-retest 
method, the stability measurement using the test-retest method was not focused upon 
in this study. Instead attention was focused on consistency tests. It should be noted 
that this decision is in line with new trends in research (Emory, 1980).
6.9.2.4 Internal Consistency
The internal consistency of a measure is indicative of the degree to which the 
items measuring a concept cohere as a set (Sekaran, 1992). This measurement of the 
scale is determined by the following methods:
6.9.2.5 Split-Half Reliability
Split-half reliability reflects the correlation between two halves of an 
instrument. This technique can be used when the measuring tool has a number of 
similar questions or statements to which the subject can respond (Emory, 1980). 
However, estimates provided by this technique would vary depending on how the 
items in the measure are split into two halves (Sekaran, 1992).
The items measuring each value in the personal value questions (part 1, 2) in 
the instrument were divided into two subscales. The subscales were then composed
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1and ordered so that there would be almost the same number of pairings between the 
six values (Allport, 1970) (see following chapter). The resulting correlation 
coefficients between items of each value are encouraging and proved the reliability of 
the modified questionnaire.
6.9.2.6 Interim Consistency Reliability
This is a test of the consistency of respondents’ answers to all items in a 
measurement. Items that are independent measurements of the same concept will be 
correlated with one another (Sekaran, 1992).
The item analysis test has shown that each value in both types of questions 
(personal value and managerial value questions) is positively correlated with the total 
score derived from all items measuring the same value. For example, each theoretical 
item is positively correlated with the total score derived from all the theoretical items 
(see following chapter).
In addition to the above validity and reliability tests, the completed 
questionnaires were checked on receipt for correct completion. This process of editing 
and checking was conducted to ensure maximum reliability and validity of the data 
gathered.
6.10 LIMITATIONS AND PROBLEMS
Although the overall limitations of this work will be discussed at the end of 
this study, it is advisable here to note those problems arising from the methodology 
itself. Although remarkable efforts were exerted by different parties involved in the 
project to produce the optimum result, there were unavoidable limitations imposed on 
the scope of the study by several factors.
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Firstly, the sample size (600 managers) was not arrived at by applying a 
statistical technique but was determined by the limited resources available to the 
researcher, the sample is nevertheless believed to large enough to be representative of 
the total population.
Secondly, gender did not play a role in the composition of the executive 
managers’ sample because all the questionnaires were sent to men. Women were 
excluded from the sample, due to the religious and cultural reasons, which were 
discussed earlier in this thesis.
Thirdly, the sample only includes executive managers from high and middle 
levels, which is due to lack of information regarding the total population of Saudi 
managers, and availability of a reliable source from which accurate information could 
be obtained.
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CHAPTER SEVEN 
ANALYSIS AND RESULTS
7.1 INTRODUCTION
In this chapter the data collected from the sample of Saudi executive managers 
will be analysed. This chapter consists of four sections. In the first section, the 
response rate, sample representativeness, non-response bias, instrument reliability and 
sample characteristics will be discussed. The main aim of this section is to ensure the 
effectiveness of the survey used in the study, and to ensure the validity and reliability 
of the test. In the second section, the primary value orientations will be identified 
individually for Saudi executives based on their personal and organisational 
characteristics along with the primary value profiles of Saudi executives as a group. 
The third section will investigate the relationship between the personal and 
organisational variables and personal and managerial values of Saudi managers. The 
analysis of the data in line with the research objectives and questions will be discussed 
in the fourth part of this chapter.
7.2 THE RESPONSE RATE
As mentioned in the previous chapter, this study used non-probability and 
probability random sampling technique. Six demographic and organisational variables 
were used (manager’s position, age of manager, levels of education, years of 
experience, type of business activity, and size of firm) to ensure a representative 
sample. A total of 600 questionnaires were mailed and a total of 234 questionnaires 
were received back. Due to incomplete questionnaires, wrong answers and returned 
questionnaires, a total of 19 questionnaires were excluded from the study leaving a
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total of 215 usable and complete questionnaires. Hence, the response rate based upon 
the proportion of the completed and usable questionnaires to the total questionnaires 
distributed was 35.8%. For analysing data, the researcher used the SPSS program 
(Statistical Package for Social Sciences) primarily because of its accuracy in 
calculating a variety of statistical tests. The SPSS is also one of the most widely used 
statistical programs for analysing data in the area of social sciences. In addition, the 
analysis will be based mainly on param etric tests^ (procedures) since the normality 
test was satisfied and the data are randomly drawn from a population that is normally 
distributed. Parametric procedures have several distinctive characteristics among of 
which are (Berenson and Levine, 1992): first, they imply that the level of 
measurement attained on collected data be in the form of interval scale or ratio scale. 
Second, they involve hypothesis testing of specified parameters such as//^ =30 or
= 0 or p = 0 .
7.3 TESTING FOR SAMPLE REPRESENTATIVENESS
To help assess the representativeness of the sample, the completed 
questionnaires were checked and tested in terms of the field of industry represented. 
The main objective of this test was to ensure that the responses received did not 
exhibit any industry group bias in representing the industrial fields included in the 
original sample of 600 companies. The test was based on the extent of similarity 
between the distributions’ percentage across the original sample and the actual 
responses.
The statistical results show that the percentage distributions of the actual 
industrial groups are close enough to those included in the original sample. As a 
result, the actual sample does not show any industry group bias.
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Chi-square tests (X“)  ^ were used to analyse group differences on the sample 
characteristic of type of business activity. To make the test accurate, the number in 
each cell had to be large enough in relation to the d.f. (Emory, 1980). The resulting 
Chi-square was 6.268 with seven degrees of freedom. The degree of freedom (d.f) is 
a value associated with a test statistic that is used in determining the observed 
significance level (Nurosis, 1997). As a result, no significant differences were found 
at the .05 level suggesting that no response bias was present in the sample on the 
characteristic tested. Hence, the nul 1-hypothesis that the two distributions were similar 
could not be rejected. Table 7.1 presents the statistical results of the Chi-square tests 
comparing data from 215 responses with those of the original sample.
TABLE 7.1
TEST STATISTICS FOR SAMPLE REPRESENTATIVES 
BASED ON DATA FROM 215 COMPANIES
chi-square 6.268
d.f 7
Asymp. Sig. .509
1) Param etric and N onparam etric Tests are two types o f statistical test procedures, each o f which 
is applicable under certain circumstances (Berenson and Levine, 1992):
Parametric Procedures: or classical methods o f  hypothesis testing are applicable under these 
assumptions:
a) The sample data are randomly drawn from a population that is normally distributed.
b) The observations are independent o f  each other.
c) For situations concerning central tendency for which two or more samples have been drawn, that 
they be drawn from normal populations having equal variances.
Nonparametric Procedures: are appropriate when parametric tests are not applicable and may be 
broadly defined as either those:
a) whose tests do not depend upon the form o f  the underlying population distribution from which the 
sample data were drawn,
b) those tliat are not concerned with the parameters o f a population, or
c) for which the data are insufficient strength to warrant meaningful arithmetic operations.
180
7.4 TEST OF NON-RESPONSE BIAS
It was mentioned in the previous chapter that two follow-up letters were sent 
to stimulate the subject managers to respond. 147 questionnaires were received by the 
end of the third week, which was the date of the first follow-up letter. A total of 68 
responses were received after the second mailing. To test for non-response bias, 
completed questionnaires were divided into two groups (early and late responses) 
based on the date of return postage (Armstrong and Overton, 1977). The end of the 
third week was used as the date upon which the completed questionnaires were 
divided.
To assess whether the two groups are different from each other on a particular 
variable of interest, the t Test should be used  ^ (Sekaran, 1992). Table 7.2 provides a 
comparison between the early and late responses to three selected questions measuring 
the six values (one question from each part of the questionnaire) to test non-response 
bias. These responses are clarified as follows: Theoretical: question 1 (alternative a), 
part one; Economic and Aesthetic: question 2 (alternatives b, c), part two; Social, 
Political, and Religious: question 1 (alternatives a, b, c), part three.
2) The chi-square test is a commonly used nonparametric test o f significance. The main objective o f  
tliis test is to test for significant differences between the observed distribution o f  data among 
categories (O,.) and the expected distribution (£", )  based upon the null hypothesis. The X? statistic is 
obtained by die following formula (Sekaran, 1992):
=  ^ ( O ,  - - £ ,  y  jE j . The greater the difference between the observed and expected distributions,
the less probability tiiat these differences can be due to chance (Sekaran, 1992; Zikmmid, 1989). I
3) The T Test is one type o f  die parametric statistical procedures used to test a hypodiesis concerning I
the population’s mean because the parametric procedures require interval or ratio scaled data and die j
mean is die appropriate measure o f  central tendency for such types o f  data (Zikmmid, 1989). The t |
Test takes into consideration die means and standard deviations o f  die two groups to examine if  the |
numerical difference in die means is significantly different from 0 (zero) (Sekaran, 1992). If the |
observed 2-tailed significance level is 5 % or less, then die null hypodiesis that die two groups are |
similar is rejected. To describe the t Test in words, the following formula is used: |
t =  (mean o f group 1 -  mean o f  group 2)/ standard error o f  difference (Norusis, 1997). i
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The logic behind this test was to assess the non-response bias between the early 
and late responses in relation to the three questions. As Table 7.2 indicates, no 
significant differences were found between the early and late responses (at the .05 
level, 2-tailed) Thus, the null-hypothesis that there is no difference between the 
early responses (responses received before the follow-up letters) and the late responses 
(responses received after the follow-up letters) could not be rejected.
TABLE 7.2 
TEST OF NON-RESPONSE BIAS 
BETWEEN EARLY AND LATE RESPONSES 
(GROUP STATISTICS)
V a lu e ■ L a te t
2 * 4 m k à
Theoretical 1.3197 1.4265 -.7900 .4300
EcsoBOoik 2.2925 2.1176 1.5290 .1280
Aesthetic 2.1156 2.3676 -.2170 .8280
Sodel 1.6939 1.7500 -.4860 .6270
MitiW 2.2313 2.2368 -.7780 .4370
RcligiofKs 2.0136 2.1324 -1.014 .3120
7.5 VALIDITY AND RELIABILITY
It was mentioned in the last chapter that the ‘Study of Values’ instrument has 
been used in various settings and has been shown to be a reliable and valid measure of 
individual values. Several measures were performed to ensure the validity and 
reliability of the instrument. First, the instrument was modified to be applicable to the 
Saudi business environment. This modification followed an extensive search of the 
relevant literature and was also pilot tested in order to further refine it. In addition to 
this, personal interviews conducted with five executives, and eleven questionnaires 
completed by executives were used to ensure that the aspects and items included were
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representative in measuring both the personal and the managerial values of business 
managers.
With respect to the reliability of the questionnaire, the ‘Study of Values’ 
instrument has been used in a variety of settings and has achieved a considerable 
degree of reliability, providing valid evidence in measuring individual values (Allport, 
1970; Pyne, 1988). A split-half reliability test was conducted for both the personal 
values measure and the managerial values measure. The reliability test of the second 
measure (managerial values instrument) will be conducted later in this chapter. The 
Split-half is the correlation coefficient between one half of the items measuring a 
concept and the other half of the items measuring the same concept (Sekaran, 1992). 
The measure is considered reliable when the reliability coefficient (e.g. Split-half, 
Alpha etc.) is greater than .60 (Sekaran, 1992). The reliability of the first measure 
was established and the test has been found to be a reliable measure of individual 
personal values. The test was conducted on a sample of 110 randomly selected 
responses, with the items measuring each value divided into two subscales. The scores 
of both subscales were standardised using Z transformation. Z scores show how many 
standard deviation units above or below the mean a value falls. The resulting 
correlation coefficients between items of each of the six values are presented 
in Table 7.3:
4) P  value is tlie probability that a statistical result as extreme as the one observed would occur if  tlie 
null hypothesis were true (Sekaran, 1992). A significance of p  < .05  is the generally accepted 
conventional level in social sciences research.
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TABLE 7.3 
THE SPLIT-HALF RELIABILITY TEST* 
FOR THE SIX VALUES 
(N = 110)
Theoretical .66 .53
Economic .76 .67
Aesthetic .72 .59
Social .68 .57
Political .64 .51
Religious .74 .62
*Split-half reliability test is widely used a statistical technique to test the internal 
consistency o f answers given by the respondents to ascertain to what extent the 
items are representing the variable being measured.
7.6 SAMPLE DESCRIPTIVE STATISTICS OF SAUDI 
EXECUTIVES
The data for the study were obtained by means of a self-administered 
questionnaire mailed to a sample of 600 randomly selected Saudi business executives. 
Table 7.4 is a summary of the characteristics of the sample. As the Table shows, the 
sample included executives from varied personal and organisational backgrounds. 
Regarding personal characteristics, the data indicate that one third of the sample 
subjects are classified as top managers (33.5%) where 66.5% of the subjects occupy 
leading positions in the middle level of the managerial hierarchy in their 
organisations.
Analysis of the respondents also indicates that most responses were received 
from presidents of corporations (20.3%), whereas the fewest responses were received 
from research and development managers (3 responses) (1.4%). This type of manager 
was classified and analysed under “others” , along with other types of executive 
managers in the sample (2.8%). The low number of responses received from research
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and development managers could reflect the low degree of commitment to research 
and development programmes by business firms in S.A. The remaining number is 
distributed among vice presidents (13.2%), administrative managers (11.8%), 
personnel managers (11.8%), financial managers (10.8%), marketing managers 
(7.5%), production managers (6.1%), sales managers (9.0%), and purchasing 
managers (6.6%), while 1.4% of the total number of responses were received from 
executive managers whose specialisations are unknown.
The average age of the Saudi executive manager who responded is 41.2, with 
most of the managers falling into the 30 - 49 age range (76.0%). The relatively lower 
average age of Saudi executive managers is a result of the increasing tendency within 
the private sector to employ young managers with new ideas and skills. Such 
managers are usually extracted from the academic environment because they are 
expected to be very well educated and qualified individuals.
Concerning the managers’ educational level, the majority possessed at least a 
Bachelor’s degree (77.2%). This percentage reflects the current educational policy in 
S.A of encouraging students by offering free education at the vast numbers of 
educational institutions distributed throughout the Kingdom, as well as a monthly 
salary paid to students attending universities and higher and professional institutes. 
This number of educated managers is expected to increase as educational promotions 
by the government continue, and Saudi people’s interests grow in achieving higher 
education qualifications themselves.
Analysis of the respondents’ experience showed that the average years of 
experience were 16.2. More than three-quarters of the respondents have been in 
management for at least ten years 76.8% (28.9% of whom have 20 years and more
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managerial experience). The remaining number (22.2%) had less than ten years 
managerial experience.
TABLE 7.4 
DESCRIPTIVE STATISTICS 
(N = 215)
Variable
4ol> of M anager
Presidents 43 20.0 20.3 20.3
Vice president 28 13.0 13.2 33.5
Administrative. 25 11.6 11.8 45.3
Personnel manager 25 11.6 11.8 57.1
Finance manager 23 10.7 10.8 67.9
Marketing manager 16 7.4 7.5 45.5
Production manager 13 6.0 6.1 81.6
Sales manager 19 8.8 9.0 90.6
Purchasing manager 14 6.5 6.6 97.2
Others 6 2.8 2.8 100.0
Missing 3 1.4 100.0
100.0
1 9 - 2 9  years 14 6.5 6.6 6.6
30 -  39 years 81 37.7 38.0 44.6
40 -  49 years 81 37.7 38.0 82.6
50 years plus 37 17.2 17.4 100.0
Missing 2 .9 100.0
100.0
Below high school 5 2.3 2.3 2.3
High school 21 9.8 9.8 12.1
Some college 23 10.7 10.7 22.8
College degree 126 58.6 58.6 81.4
Master degree 33 15.3 15.3 96.7
PhD 7 3.3 3.3 100.0
100.0 100.0
Voar» o f
Below 5 years 10 4.7 4.7 4.7
5 - 9  years 37 17.2 17.5 22.2
1 0 - 1 9  years 103 47.9 48.6 70.8
20 -  29 years 47 21.9 22.2 92.9
30 years or more 15 7.0 7.1 100.0
Missing 3 1.4 100.0
100.0
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TABLE 7.4 
(CONTINUED)
Variable
Type of BiisiiifiSs
Manufacturing 63 29.3 29.3 29.3
Trade 34 15.8 15.8 45.1
Agriculture 19 8.8 8.8 54.0
Finance & Insurance 13 6.0 6.0 60.0
Transportation 13 6.0 6.0 66.0
Construction 17 7.9 7.9 74.0
Services 25 11.6 11.6 85.6
Diversified 31 14.4 14.4 100.0
100.0 100.0
Less than 100 people 20 9.3 9.6 9.6
100 -  999 people 108 50.2 51.7 61.2
100 -  2499 people 62 28.8 29.7 90.9
2500 or more 19 8.8 9.1 100.0
Missing 6 2.8 100.0
100.0
Regarding organisational characteristics, the respondents spanned a wide range 
of industries and organizational ranks. Manufacturing firms seem to be the most 
widely represented by the sample subjects, at 29.3%. Trade companies come second 
with 15.8%, and the number of diversified firms (those involved in more than one 
type of business activity) third with 14.4%. The remaining number (40.3%) is 
distributed over service companies (11.6%), agricultural firms (8.8%), construction 
(7.9%), transportation (6.0%), and finance and insurance companies (6.0%).
Medium-size organisations are the most widely represented by the sample 
subjects (81.4%) (100 - 2499 employees). Large corporations (2500 and more 
employees) were represented by 9.1% of the respondents, while managers of small 
firms (less than 100 employees) have 9.6% of the total responses. The size of the 
company was considered confidential by 2.8% of the respondents.
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As shown in the above discussion, the diversity in the sample of the Saudi 
managers in terms of personal and organizational characteristics was answered, and 
the representation of the sample’s population has been met.
7.7 TESTING OF RESEARCH QUESTIONS:
This section will analytically investigate the research questions which were 
established in the introductory chapter of this study. In addition, these questions will 
be tested using as appropriate statistical methods as possible in order to reach the best 
answers and findings to those questions in statistical terms. With respect to the first 
research question, this question was worded as follows:
7 .7 .1 . W hat are the prim ary responses of the different groups of 
Saudi executives to the six values in both their personal 
and m anagerial lives?
This question was tested using descriptive statistics^ (means and standard
deviations). The means and standard deviations of value scores by position, age,
educational level, years of experience, type of business activity, and size of firm were
obtained and presented in Tables 7.5 - 7.11 respectively.
5) D escriptive Statistics: are statistics such as frequencies and tlie mean and standard deviation, 
which describe the data gatliered (Sekaran, 1992).
Mean: is a measure o f  central tendency. The aritlunetic mean is obtained by tlie smn divided by the 
number o f  cases. This is expressed by tlie equation: ^  ^ Z  ^ -
N
Standard Deviation: is the most commonly used measure o f variability in statistics. It is used as the 
indicator o f variability when the mean is tlie measure o f  central tendency. This measure is expressed
by tlie equation: S
N
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As the Tables show, the means and standard deviations of value scores in both 
personal and managerial lives were obtained. The subjects’ primary responses 
towards each of the personal and managerial values will be highlighted in the 
following subsections.
7.7.1.1 Personal Values: ,
1- The Economic Value (ECP): is valued the highest within most of the sample 
groups except among Presidents, Administrative Managers, Production Managers and 
those under the ‘others’ category. These managers were slightly less oriented towards 
the Economic values and scored second. They are characterised as being fifty years 
old or more, those who received some college education or below, and those with 
PhD degrees in transportation firms.
2- The Religious Value (RGP): is ranked second highest, except among Presidents, 
Administrative Managers, Production Managers and those under the ‘others’ category 
where it ranks the highest. These subjects are characterised as being fifty years old or 
more, with some college education or below, and those with PhD degrees in 
transportation companies.
3- The Social Value (SOP): ranked third in preference by the sample subjects, except 
among Presidents, Vice Presidents, Finance Managers, Marketing Managers and 
Production Managers where it was fourth. These managers are characterised as being 
thirty nine or below, well educated (e.g. college and masters degrees), and in 
management from five to nine years. These subjects included those who had been in 
management for thirty years or more, in all sizes of manufacturing and financial 
companies.
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4- The Theoretical Value (THP): the subjects scored the Theoretical value as fourth 
most important, except for Vice Presidents, Finance Managers, Marketing Managers 
and Production managers. These managers were reported to be more oriented towards 
the Theoretical values and scored this as their third preference. These managers were 
aged from 30 to 39 years, were well educated, had been in management for five to 
nine years and were similar to those who had been in management for thirty years or 
more. They worked for small, medium and large manufacturing and financial firms.
5" The Political Value (PLP); ranks fifth, except by the least educated managers. 
These managers were characterised as those who had no secondary school education. 
Other characteristics for these managers were unknown.
6- The Aesthetic Value (ASP); among the sample subjects and within all groups, the 
subjects were lowest oriented towards the Aesthetic values, with no exception 
reported by any group of the sample subjects.
7.7.1.2 M anagerial Values;
1- The Economic Value (ECM); results showed that all subjects ranked the 
Economic value as the most important with no exceptions noticed among the 
different sample groups.
2- The Social Value (SOM); this value was ranked second highest by most of the
respondents, but scored third with Finance Managers, Marketing Managers, 
Production Managers, Sales Managers, and Purchasing Managers. These subjects 
are characterised as being less than thirty years, or fifty years of age or more, 
with secondary school and some college education. They had been in 
management for thirty years or more in large agriculture, finance, transportation.
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and diversified firms. This value was also found to rank fourth in preference by 
the highest educated managers.
3“ The Religious Value (RGM); this value scored third except with Marketing 
Managers, Production Managers, Sales Managers, and Purchasing Managers who 
were under thirty or over fifty who had received high school and some college 
education as well as those having PhDs, where it was second highest. In 
addition, these subjects had been in large agricultural, finance and transportation 
firms for more than thirty years, especially those managers over fifty years of 
age. Meanwhile, this value scored fourth with managers of small service firms 
which had been in existence for between 5-9 years. Another exception was 
reported by managers of manufacturing and diversified companies whose ages 
fell between thirty and forty years, with college and master degrees and who had 
been in management for less than five years. These subjects scored fifth for the 
Religious value.
4- The Political Value (PLM); this value scored fourth with most of the subjects,
except with managers whose ages fell into the 30-39 category, and who had been 
in service firms for less than ten years, where it was third. But it scored fifth 
with older managers (50 years old or more), with the highest and lowest 
educational levels, and who had been in management for at least 20 years in 
small and medium trade enterprises.
5- The Theoretical Value (THM): this dimension ranked fifth among other 
dimensions within the managerial profile. But it was given fourth place by 
managers of thirty years of age or more, with a maximum educational level of 
secondary school, who had been in medium-sized trade organisations for less
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than five years as well as those with twenty years or more of managerial 
experience. Well-educated managers (college degree and more) represented 
another exception. These managers were found to be more oriented towards the 
Theoretical values in their managerial life and scored this third. These managers 
are characterised as executives of small manufacturing firms, and finance 
managers within diversified firms.
6-The Aesthetic Value (ASM); as mentioned above, among all sample subjects and 
within each group, the respondents were lowest oriented towards the Aesthetic 
values in the workplace. No exceptions occurred among the different sample 
groups.
The above findings indicate that although Saudi executives showed a similar 
ranking of the six personal values and a similar ranking of the six managerial values, 
variations in their responses were found in both personal and managerial values 
within the categories of each of the personal and organisational variables. These 
findings also suggest that although Islamic Religion has a significant influence on the 
totality of live of Saudi society, the majority of Saudi business managers seem to be 
more economic and placed highest emphasis on the economic outcomes of their 
decisions. Such findings clearly reflect the rapid growth of Saudi society as well as 
the government’s efforts to facilitate the economic development.
The above presentation concerned the primary value orientations of Saudi 
executives in terms of their personal and organisational characteristics, but how 
similar are the value profiles of the different groups of Saudi executives? This 
question can be asked as follows:
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7.7.2 Are the Saudi managers of top and middle levels, both in 
listed and unlisted companies different in their personal and 
managerial value profiles?
Although cluster analysis could be the more appropriate technique to answer 
this question, the researcher opted here the simpler procedure because of the 
following reasons:
1- The information is not detailed enough to conduct a cluster analysis;
2- The researcher found strong homogeneity within the group of top managers and 
strong homogeneity within the group of middle managers. This is because most of 
the sample’s subjects were educated within Saudi Arabia and have assimilated its 
cultural and institutional values.
However, this question was tested using The t Test to find out the differences 
in the personal and managerial value profiles of managers at top and middle levels and 
also among those in listed and unlisted companies. The results were obtained and 
presented in Tables 7.12,13,14,15 respectively as follows:
TABLE 7.12
TEST FOR DIFFERENCES IN THE PERSONAL VALUE 
PROFILES OF TOP AND MIDDLE LEVEL MANAGERS
V alue Tap t
i  Z-kMaê I
40.85 39.52 1.713 .088
46.82 49.97 -4.436*** .000
26.56 26.67 -.141 .888
iSôdâl 39.87 40.16 -.393 .695
P q W W 38.75 36.01 3.665*** .000
47.17 47.67 -550 .583
***P <  .001
2 0 0
TABLE 7.13 
TEST FOR DIFFERENCES IN THE MANAGERIAL VALUE 
PROFILES OF TOP AND MIDDLE LEVEL MANAGERS
Value
n ^ n
a m m
n«it44
$
Z 4 m k d
Tbâïretical 18.61 17.49 3.205** .002
EcoiiomN 19.61 21.38 -5.377*** .000
A«$tbeüc 14.17 14.45 -.922 .357
Sodai 19.42 18.67 2.397* .017
F&iltical 18.28 17.67 1.988* .048
17.94 18.29 -.728 .468
*P <  .05 **P <  .01 ***P <  001
With respect to the personal value profiles, Table 7.12 revealed only two 
significant differences between the two groups of top and middle level managers. 
Surprisingly, top managers are more Political but less Economic in their personal 
value profile than managers from middle levels. This is because these managers are in 
positions of power and responsible for representing their organisations and as a whole 
can influence political and economic decisions at the national level. The personal lives 
of top managers therefore are much integrated into their managerial lives than those at 
the middle levels. Another explanation for this finding is that most of top managers 
belong to the conservative group (40 years of age and over). In their managerial 
profile, however, top managers are more Theoretical, Social, and Political but less 
Economic than middle level managers (Table 7.13). Although top managers are more 
responsible for achieving organisational goals including profit maximisation, they 
showed lower Economic values than did managers at the middle levels. This finding 
reflects the fact that middle level managers are mainly responsible for the 
implementation of the organisation’s strategies, and their personal promotions depend 
largely on the economic outcomes of their decisions.
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Having presented the differences in personal and managerial value profiles of 
top and middle level managers, attention will now be directed to highlighting the 
differences in the value profiles of managers of listed and unlisted firms.
To identify the differences in the value profiles of managers in listed and 
unlisted companies, the Independent Sample T Test between the two groups was also 
conducted and the following results were obtained:
TABLE 7.14
TEST FOR DIFFERENCES IN THE PERSONAL VALUE
PROFILES OF MANAGERS IN LISTED AND UNLISTED
COMPANIES
V alue o f
U nli& kd
M m ogm of
l à t e é
n ^ 2 t
t
T beordlcai 39.98 39.76 -.176 .860
48.60 51.95 2.911** .004
A W beüù 26.62 26.71 .078 .938
S ad a i 40.06 40.14 .075 .941
W W W 37.00 36.10 -.748 .455
47.74 45.33 -1.668 .097
< 01
TABLE 7.15
TEST FOR DIFFERENCES IN THE MANAGERIAL VALUE 
PROFILES OF MANAGERS IN LISTED AND UNLISTED
COMPANIES
V alue o f
UnS$te4
Managers of 
U s^4
n ^ 2 i
t
Ibeoredcal 17.94 17.10 -1.514 .131
20.47 23.76 6.486*** .000
14.37 14.29 -.165 .869
S o d d 19.01 18.14 -1.731 .085
Ï H S Ï ....... 17.96 16.95 -2.114* .036
18.22 17.76 -.607 .545
*P <  .05 ***P < .  001
2 0 2
Table 7.14 revealed two significant differences between the two groups of 
managers of listed and unlisted organisations in terms of their personal value profiles. 
Managers in listed organisations are more Economic and less Religious than managers 
in unlisted companies. As would be expected, Table 7.15 indicates that the managers 
in listed organisations also placed greater emphasis on the Economic values than those 
in unlisted companies, but are minimally less Political than the latter group. The 
reason for this is probably that managers of listed companies are likely to be highly 
educated. The highly educated Saudi managers are exposed to Western ideas and 
managerial values through their studies abroad, and also those who are educated 
within Saudi Arabia are exposed to Western business values and methods, as their 
courses are highly influenced by Western management theories (Yavas et al., 1996). 
This finding also reflects the awareness of these managers of their accountability to 
stockholders.
The above analysis highlighted the differences between specific groups of 
Saudi executives in terms of their personal and managerial value profiles. Attention 
will now be focused upon investigating the relationship between personal and 
managerial values of Saudi executives and personal and organisational characteristics 
through the following question:
7.7.3 Is there any relationship between personal and managerial 
values of Saudi executives and organisational and personal 
characteristics such as: position, age, education, experience, 
activity, and size of firm?
The main objective of this question is to identify whether personal and/or 
organisational variables influence Saudi managers’ values or whether these managers 
share similar responses to the six values in both personal and managerial profiles.
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One-Way Analysis of Variance (ANOVA)  ^ and Kruskal-W allis  ^ Tests were 
conducted to answer this question using managerial position, age, education, 
experience, type of business, and size of firm as independent factors. The results 
showed fifteen significant differences among the personal values (Table 7.16), and 
thirteen significant differences among the managerial values (Table 7.17). These 
differences will be highlighted in accordance to Tables 7.5-7.11 as follows:
With respect to the personal values. Table 7.16 shows that there are five 
significant differences between the variable manager’s position and the following 
personal values: Theoretical, Economic, Social, Political and Religious. Table 7.5, 
and 7.6, which summarises statistics, show that Presidents, Vice Presidents, 
Administrative and Financial Managers placed greater emphasis on the Theoretical 
values than other managers in the sample. In addition, Finance Managers, Marketing 
Managers, and Production Managers scored higher in the Economic values than other 
subjects. Moreover, Presidents, Personnel Managers, Sales Managers, and 
Purchasing Managers were more oriented towards the Social value than other types of 
managers, while Presidents, Vice Presidents, and Administrative Managers scored 
higher for the Political value than other managers in the sample.
The statistical results revealed only two significant differences between the 
manager’s age and the Economic and Political values (Table 7.16). However, Table 
7.7, which summarises the statistics, shows that managers under 30 years of age were
6) ANOVA is the suitable statistical measure when tlie means o f  several groups are to be compared to 
detennine if  tlieir differences are significant. If the observed result is greater than the test value for 
some level o f  significant, then the hypothesis tliat there is no significant difference in the means o f the 
sample groups may be rejected. (Zikniund, 1989).
7) Kruskal-W allis Test is a nonparametric alternative to one-way analysis o f  variance (ANOVA) 
testmg the median’s variance o f  several groups. It is used to ensure tiie accuracy o f  the results 
obtained by using ANOVA or when the data used are from non-normal distributed populations 
(Norusis, 1997).
2 0 4
more oriented towards Economic values than other subjects. Managers whose age fell 
into the 30-49 years of age category scored higher on the Political values than managers 
of other categories. Hence, the null-hypothesis that there is no difference between the 
variable manager’s age and personal value profiles is also rejected.
Although the ANOVA Test did not show a significant difference between 
educational levels and Theoretical orientations, Kruskal Wallis proved this difference 
(.042). In addition to the previous difference, both tests show a significant difference 
between the variable educational level and Religious values. The results show that 
managers with a college degree or higher placed a higher emphasis on the Theoretical 
values than did managers from other groups, while less educated managers were 
found to be more oriented towards the Religious values than other subjects. 
Therefore, the null-hypothesis that there is no difference between the educational 
level of the manager and personal values is rejected.
Regarding the variable years of experience, both tests show only two 
significant differences between managerial experience and Economic and Social 
values (Table 7.16). Descriptive results (Table 7.9) indicate that managers who had 
been in management for less than ten years placed greater emphasis on the Economic 
dimensions than other managers did. However, managers who had been in 
management for twenty years or more tended to show higher attitudes towards the 
Social values. Thus, the null-hypothesis that there is no difference between the 
variable managerial experience and personal value orientations is also rejected.
Concerning the variable type of business, Table 7.16 shows three significant 
differences between the type of business activity and the following personal values: 
Theoretical, Political and Religious values. Although ANOVA did not show a
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significant difference between the variable type of business and the Religious values, 
the Kruskal Wallis did pick out this difference.
Table 7.10 indicates that managers of manufacturing, trade, agricultural and 
financial firms placed greater emphasis on Theoretical values. Managers who work 
for manufacturing, trade, services and diversified companies placed higher emphasis 
on the Political values than did managers from other categories, while managers of 
agricultural, financial, transportation, construction and diversified firms were more 
Religious than the rest of the managers. Therefore, the null-hypothesis that there is no 
difference between the variable type of business and personal values is rejected.
With respect to the size of firm, the statistical results showed only one 
significant difference between the variable size of firm and the Economic preferences 
in the personal profile (Table 7.16). Table 7.11 indicates that managers who work for 
companies employing 1000 persons or more were found to be more Economically 
orientated than other managers in the sample. Thus, the null-hypothesis that there is 
no difference between the variable size of firm and personal value orientations is also 
rejected.
The previous discussion focused upon the differences which were found 
among the personal values when ANOVA and Kruskal Wallis Tests were used using 
personal and organisational characteristics as the independent variables. Both Tests 
will also be conducted for each managerial value using previous personal and 
organisational characteristics as the independent variables (Table 7.17).
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The tests show that there are four significant differences between the variable 
job of managers and the Theoretical, Economic, Political and Religious values in the 
managerial system (Table 7.17). Although ANOVA did not show any significant 
differences between managers’ positions and their Political value orientation, Kruskal 
Wallis proved that a significant difference exists. Descriptive statistics displayed in 
Tables 7.5 and 7.6 revealed that Presidents, Vice Presidents, Administrative 
Managers, Finance Managers and those under the ‘others’ category tended to place a 
higher emphasis on Theoretical values. In addition, Administrative Managers, 
Financial Managers, Marketing Managers, Production Managers, Sales Managers, 
and Purchasing Managers put greater emphasis on Economic preferences than other 
managers in the sample. The results also indicate that Presidents, Vice Presidents, 
Administrative Managers and Personnel Managers were more Political than other 
managers, whereas Production Managers, Sales Managers and Purchasing Managers 
were more Religiously oriented than other managers. Consequently, the null- 
hypothesis that there is no difference between the variable manager’s position and 
managerial value orientations is rejected.
Regarding the variable manager’s age. Table 7.17 manifested only two 
significant differences between the variable manager’s age and their Political and 
Religious values. However, statistics presented in Table 7.7 indicate that managers 
who were under 40 years of age were more Political than managers of other 
categories, whereas managers under 30 years of age, as well as those aged 50 years 
or more were more Religious than other managers in the sample. Although managers 
of different ages did not vary significantly over the remaining four values in the 
managerial profile, the null-hypothesis that there is no difference between the age of a 
manager and managerial value preferences could not be accepted.
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With respect to the variable educational levels, the results manifested two 
significant differences between this variable and the Theoretical and Religious values 
in the managerial system (Table 7.17). Descriptive statistics (Table 7.8) show that 
managers with a college degree or higher gave greater emphasis to the Theoretical 
dimension than less educated managers. The results also show that managers who 
received some college education, as well as those with a PhD, were more Religious 
than managers of other categories. Hence, the null-hypothesis that there is no 
difference between the variable educational level and managerial value profiles is 
rejected.
Concerning managerial experience, both ANOVA and Kruskal Wallis Tests 
show only one significant difference between the variable years of experience and 
Political value orientation (Table 7.17). Means statistics (Table 7.9) revealed that 
managers with less than 10 years of managerial experience were more Political than 
other managers in the sample. Although the results show only one significant 
difference between the variable years of experience and managerial values, the null- 
hypothesis that there is no difference between the variable managerial experience and 
managerial value orientations could not be accepted.
The variance tests manifested three significant differences between the 
variable type of business and Theoretical, Economic and Political values in the 
managerial profile (Table 7.17). Although ANOVA did not show a significant 
difference between business activities and value orientations, Kruskal Wallis showed 
a significant difference between them. As shown in Table 7.10, managers of 
manufacturing, trade, service and diversified firms tended to be more Theoretical 
than managers of others categories. In addition, managers of agricultural, financial, 
transportation and construction companies were more Economic than the rest of
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managers. Managers of manufacturing, financial and diversified organisations were 
more Political than managers of other categories. Hence, the null-hypothesis that 
there is no difference between the type of business and managerial value orientations 
is also rejected.
The results show only one significant difference between the size of a firm and 
the managerial Aesthetic value (Table 7.17). Statistical results (Table 7-11) indicate 
that managers who work for companies which employ 1000 people or more were 
found to place more importance on the Aesthetic value than other managers. Thus, 
the null-hypothesis that there is no difference between the size of firm and managerial 
value orientations is rejected.
The above results hence provide empirical evidence that the personal and 
managerial value profiles of Saudi executives differ across their personal and 
organisational characteristics. These results therefore conclusively contradicts 
previously held assumptions (e.g., Polk, 1980) that Arabs have similar values despite 
their demographic backgrounds and in addition, proves that organisational 
characteristics could also have an impact on the value profiles of Arab individuals.
The results also show that the variable managerial position seems to be the 
most influential amongst all the personal and organisational variables. One possible 
explanation for this finding could be that each individual managerial position has its 
own specifications requiring a certain individual with a specific set of values 
important in achieving the objectives of such a position.
The above analysis concerned the effects of various personal and 
organisational characteristics of Saudi executives on their personal and managerial 
values. The next section will concentrate on the overall value profiles of the average 
Saudi executive through the following question:
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7.7 .4  What are the overall personal and managerial value profiles 
of the Saudi executive? And to what extent are the two 
profiles similar at the typical Saudi executive level?
It should be noted that receiving adequate answers to this question would add 
strength to the previous findings and be useful in shaping a complete view of the 
general value system of Saudi managers as a group.
The above question was tested using descriptive statistics. Means and standard 
deviations for each value in both value profiles were obtained as well as minimum 
and maximum scores. These measures are presented in ranking orders in Tables 7.18 
and 7.19 according to their relative strength.
Statistical results indicate that answers to the questionnaires revealed two 
different value profiles: a personal value profile (parts 1 and 2 of the questionnaire) 
and a managerial value profile (part 3 of the questionnaire). However, in both value 
profiles, the respondents placed highest emphasis on the Economic values and lowest 
on the Aesthetic values. In addition, in the personal profile, the maximum score was 
given to the Religious value (65) where the minimum was given for the Aesthetic 
value (14). In the managerial profile (Table 7.19), the maximum score was given to 
the Economic value (27) and the minimum to the Aesthetic value (9). Although the 
maximum score was for the Religious value in the personal profile (Table 7.18), it 
ranked second in the personal pattern, and third in the managerial profile. Where the 
Social value ranked third in the personal profile, it ranked second highest in the 
managerial profile. Moreover, the subjects scored Theoretical fourth in the personal 
profile, but fifth in the managerial profile. The Political dimension was found fifth in 
the personal profile, but fourth in the managerial value profile.
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The above discussion concerned the overall value profiles of the typical Saudi 
executive in both personal and managerial lives. But to what extent are the two 
profiles similar?
This question was tested using simple correlation analysis^. Each particular
value in each value profile was related to the remaining values within the same
profile, and to values in the other profile. Because the nature of the test employed is
ipsative, the mean correlation between scores is by necessity negative and is -1 (n-1)
(Kline, 1993). Ipsative test is by definition being applied to one personality, it is
impossible to correlate one value with itself (like with like), therefore the total
number of correlations must be reduced by one.
As Table 7.20 indicates, there are no strong relationships between values in each 
value pattern or between values in both patterns. However, the results show:
(a) Nine significant correlations were found between values of the 
personal value pattern. (Part 1 Table 7.20).
(b) Nine significant correlations were found between values of the 
managerial value pattern. (Part 2 Table 7,20).
(c) Eighteen significant correlations were found between values within 
both patterns. (Part 3 Table 7.20).
These results are set out in Figure 7-1. According to the above results, one can 
suggest that the general value system of the Saudi executive could be deconstructed 
into the following profiles:
(1) The personal value profile. N o.l Figure 7-1
(2) The managerial value profile. No.2 figure 7-1
(3) The personal-managerial intercepted profile. No. 3 Figure 7-1
8) Correlation Analysis (r): is a test to examine how one variable is related to another (relationship 
between two variables). Correlation coefficient could range between -1 .0  and + 1 .0  and is explained 
by P value. P value levels are .05, .01, and .001. The smaller tlie level o f  significance tlie greater the 
relationsliip is between the two variables. Pearson Product r^ and Spearman r  ^ are the most
frequently used measures o f  relationship between two quantitative variables. Since our variables are 
expressed in ranks, tlie Spearman Brown coefficient was used to examine the relationships between
variables, r .  =  1 - ^  '- N
2 1 4
o(S
M
H
I
i I
8:
S :
m
I ise»
:
m
m
C/D
V
eu***
V
eu**
o
V
Oh*
Ii
I
I
Iî
Is
II
g
o\
in
CN
FIGURE 7-1
r m  GEmmAL v a l u e  s y s t e m  o f  t h e  s a u b i  
EXECUTIVE
T H E  S T U D Y  O F  V A L U E S  
Q U E S T IO N N A IR E  P A R T  1,2 ,3
A nsw ers to Part 3 o f  
the Questionnaire
A nsw ers to Part 1, 2 o f  
the Questionnaire
Managerial V alue  
Pattern
Personal V alue 
Pattern
When values of each pattern 
and of both patterns were 
correlated
Interceptional 
Value Profile
Personal Value 
Profile
Managerial 
Value Profile
(3) \  Managerial Value Profile
Interception^ (9) Significant correlations
Personal Value Profile
(9) Significant correlation 
between personal values between managerial 
values
al Pattern
(18) Sigmficani 
correlations 
between bo 
Patterns
G ENERAL VALUE SYSTEM  OF THE  
SAUDI EXECUTIVE J
2 1 6
In order to determine whether the above finding is acceptable, multiple
regression and correlation analyses^ were conducted because they refer to the
relative strength of the six values investigated and not the individual, absolute
strength. As pointed by Allport et al. (1970):
“A high score on one value can be obtained only by reducing 
correspondingly the scores on one or more of the other values/' 
(Allport, et al., 1970, p. 8).
By utilising these measures, each particular value will be related to the 
remaining values in the same profile, and to values in both profiles. Such analysis 
will enable us to decide which of the above profiles best explains each value in both 
value profiles. The statistical analysis revealed twenty (20) significant equations 
explaining the relationships between values of each profile and between values from 
both profiles, (independent variables included in each equation). The results are 
demonstrated as follows:
(1) When each value in the personal profile was explained by four values 
in the same profile, six significant equations were obtained (Equations
1-6 Table 7-21).
9) M ultiple R egression Analysis: is a statistical technique used to examine the variance in the 
dependent variable when several independent variables (predictors) are sim ultaneously regressed
against tlie dependent variable, and is expressed by the following equation: y , = 6^  + b,x, ■ Wliere  ^ is 
tlie predicted value o f  y for observation o f  i, and y , is the value o f  X for observation /. Wlien
independent variables are jointly regressed against the dependent variable to explain tlie variance in the 
dependent variable, the individual correlations are collapsed into m ultiple r or m ultiple correlation  
(Sekaran). The square o f  multiple correlation or R ,^ is the amount o f  variance explained in the 
dependent variable by the predictors (Sekaran, 1992). For example, i f  the multiple R is .74 witli the 
significant level o f  p < .  001, the R^  is .56, then we can say tliat 56% o f  the variance has been 
significantly explained by the set o f  predictors. The chance o f  this not being true is 1%.
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TABLE 7.21 
REGRESSION MODELS* WHEN PERSONAL VALUES ARE 
CONSIDERED AS DEPENDENT AND INDEPENDENT 
VARIABLES
F e rsm û l V a lu ts W h0H V üîue$** «ne jWgyfWf# Ê
g F £
1- TheoreticalY*** 118.46 -.561 Ae(-10.06)
-.470 So
(-9.14)
-.405 Pi -
( -7.91)
.627 Rg
-13.85)
.74 .55 64.7 .000
2- Economic 
T
121.54 -.440 Ae
(-7.92)
-.525 So
(-10.22)
-.596 PI
(-11.66)
-.376 Rg 
(-8.32)
.71 .51 54.5 .000
3- Aesthetic 
T
112.92 -.496 Th 
(4.85)
-.416 Ec
(-8.06)
-.449 PI
(-8.79)
-.622 Rg
(-13.94)
.73 .53 59.1 .000
4- Social 
T
127.38 -.503 Th 
(-9.92)
-.586 Ec
(-11.31)
-.553 PI
(-10.77)
-.381 Rg 
(-8.50)
.72 52 56.9 .000
5- Political 
T
132.96 -.465 Th
(-8.02)
-.637 Ec
(-11.44)
-.643 So
(-10.77)
-.433 Rg
(-9.12)
.71 .50 52.0 .000
6- Religious 
T
137.82 -.655 Th
(-12.90)
-.479 Ec
(-8.41)
-.773 Aes
(-13.94)
-.545 PI
(-9.92)
.80 .64 88.3 .000
* The final specification for each equation is arrived at by starting with a general model (by including 
all the relevant variables) and then simplifying it in the light o f sample information. Furthermore, 
these results should be interpreted with caution because simultaneity problem. However, this 
problem cannot be addressed here because o f  lack o f  other relevant variables and instruments.
* *  Th =  Theoretical, Ec =  Economic, Ae =  Aesthetic, So =  Social, PI =  Political, Rg =  Religious 
*** S ig  T  =  p < .  001
(2) When each value in the managerial profile was explained by four values in 
the same profile, six significant equations were found (Equations 7-12 
Table 7.22).
(3) Each of the Economic and Political values within the personal profile 
could be explained by four values from the managerial profile (Equations 
13,14) Table (7.23).
(4) Each of the Theoretical and Religious values in the managerial profile 
could be explained by four values from the personal profile (Equations 
15,16 Table 7-24).
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TABLE 7.22 
REGRESSION MODELS WHEN MANAGERIAL VALUES* ARE 
CONSIDERED AS DEPENDENT AND INDEPENDENT VARIABLES
M amgerkU V(âm s W hm  M m og& M  V^U m  * 
4m  Independent Variables
I
7- TheoreticalY** 58.61 -.531 Ec(-11.21)
-.559 Ae
(-10.38)
-.557 So
(-10.16)
-.613 Rg
(-16.63)
.79 .62 58.3 .000
8- Economic 
T
62.74 -.568 Th
(-10.79)
-.658 So 
(-11.86)
-.568 PI
(-10.16)
-.507 Rg
(-11.91)
.75 .56 66.8 .000
9- Aesthetic 
T
49.13 -.515 Th
(-9.61)
-.369 Ec
(-7.15)
-.487 PI
(-8.49)
-.507 Rg
(-12.36) .68 .46 45.4 .000
10- Social 
T
57.64 -.490 Th
(-9.19)
-.610 Ec
(-11.86)
-.470 PI 
(-8.23)
-.489 Rg
(-11.96) .71 50 52.5 .000
11- Political 
T
48.79 -.455 Ec
(-9.19)
-.431 Ae
(-7.67)
-.436 So
(-7.62 )
-.386 Rg
(-10.02) .66 .44 40.5 .000
12- Religious 
T
73.67 -.927 Th
(-16.63)
-.648 Ec
(-11.05)
-.764 Ae
(-12.33)
-.766 So
(-12.14) .82 .68 112.7 .000
* Th =  Theoretical, Ec 
** Sig T =  p <  .001
=  Economie, Ae =  Aesthetic, So =  Social, PI =  Political, Rg =  Religions
(5) When each of the Economic and Political values in the personal profile and each of 
Theoretical and Religious values in the managerial profile were explained by eight 
values from both profiles, four significant equations were obtained (Table 7.25 
equations 17-20).
The above results seem consistent with the previous suggestion that the general 
value system of the Saudi executive could be deconstructed into three value profiles; 
Personal value profile. Managerial value profile, and Personal-Managerial interrelated 
profile.
The results also indicate that the personal and managerial value profiles of the 
Saudi executive are dissimilar in the way by which values within each profile are 
related (Tables 7.21,22). However, the results also show that the personal and 
managerial profiles are interrelated. (Tables 7.23, 24, 25).
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TABLE 7.23 
REGRESSION MODELS WHEN MANAGERIAL VALUES* ARE 
CONSIDERED INDEPENDENT VARIABLES AND PERSONAL 
VALUES ARE THE DEPENDENT VARIABLES
Jf^esm al Values 
iP epen âm tl
W hm  M am gerM  Values 
ure independem  V a m b k s
R g F £
Theoretical V ery lo w  sign ificant equation
13- E conom ic 1 0 3 .1 2  - .7 9 4  T h  - .9 5 9  S o  - .4 3 7  PI - .7 7 4  R g .48 .23 15.7 .000
T -5 .3 9  -6 .1 8  -2 .7 9 -6 .5 0
S ig .T .0 0 0  .0 0 0  .006 .000
A esthetic V ery lo w  significant equation
Social V ery lo w  sign ificant equation
14- Political 7 9 .6 2  - .8 4 4  E c  - .7 7 4  A e - .2 5 3  So .5 0 9  R g .45 .20 13.3 .000
T -5 .6 9  -4 .6 0  -1 .4 7 -4 .41
S i g . T .0 0 0  .0 0 0  .142 .000
R elig ious V ery lo w  sign ificant equation
* Th =  Theoretical, Ec =  Economie, Ae =  Aesthetic, So =  Social, PI =  Political, Rg =  Religions 
- T he results sh ow  that the Social value in the m anagerial pattern did not contribute 
sign ificantly  to the prediction o f  the R elig iou s value in the personal pattern.
TABLE 7.24
REGRESSION MODELS WHEN PERSONAL VALUES ARE 
CONSIDERED INDEPENDENT VARIABLES AND MANAGERIAL 
VALUES ARE THE DEPENDENT VARIABLES
M am gen al V<daes 
^Dependent)
W hen F erm m l V du es 
are tndepenâem  V ariables
I ig • £
15- Theoretical 
T
S i g T
4 2 .9 2  - .  162 T h  - .0 7 3  A e - .1 8 9  S o  - .1 6 0  R g
-5 .0 8  -2 .2 2  -6 .0 3  -6 .0 6  
.0 0 0  .0 2 7  .0 0 0  .000
.50 .25 17.2 .000
E conom ic
A esthetic
Social
Political
V ery lo w  sign ificant equation  
V ery lo w  sign ificant equation  
V ery lo w  sign ificant equation  
V ery lo w  sign ificant equation
16- R elig ious  
T
S i g T
5 1 .2 0  - .2 3 7  T h  - .2 1 1  E c  - .2 2 1  A e - .1 9 8  R g
-6 .4 3  -5 .1 0  -5 .4 9  -4 .9 6  
.0 0 0  .0 0 0  .000  .000
.52 .27 19.9 .000
Th =  Theoretical, Ec =  Economic, Ae =  Aesthetic, So =  Social, PI =  Political, Rg =  Religions
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From the previous results, one could ask the following:
1- How important the Economic and/or Political values are in predicting the relative 
strength of the remaining values in the personal profile?
2- How important the Theoretical and/or Religious dimensions are in predicting the 
remaining values in the managerial profile?
To determine statistically whether an independent variable is the best predictor 
among all the variables in the equation, we will start with a general model and then 
simplify the model in the lights of sample information. However, when each variable 
was dropped from the equations 1-4 & 6 (Table 7.21), and when each variable was 
dropped from the equations 7-11 (Table 7.22), the following results were obtained:
- In the personal value profile (equations 1-4 & 6 Table 7.21), when each value 
was dropped from the equations, neither Economic nor Political was best in 
predicting the remaining values within the personal profile.
- In the managerial profile (equations 7-11 Table 7.22), when each value was 
dropped from the equations, the highest decrease in the was achieved when the 
Religious variable was dropped from the equations. These findings are depicted 
in Table 7.26.
The conclusion can be drawn that both the personal and managerial value 
profiles are interconnected through the influence of the personal profile on the main 
variable (Religious) within the managerial profile. Hence, each value within both 
value profiles is best predicted by four values within the same profile, apart from the 
Religious value in the managerial profile, which was found to be best predicted by 
eight values from both profiles. These results are diagrammed as follows:
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FIGURE 7-3
THE INTERRELATIONSHIP BETWEEN 
PERSONAL AND MANAGERIAL VALUE PROFILES
PERSONAL VALUE PROFILE MANAGERIAL VALUE PROFILE
1-Theoretical
2-Ecoiiomic
3-Aesthetic
4-Political
Influence 1r
Religious Value
B e st preiictor for
Theoretical, Economic, 
Aestlietic 
Social, Political
Although the regression analysis (Table 7. 26) suggested that the Religious 
dimension is the main variable in the managerial profile, further statistical methods 
could be used to ensure the centrality of the Religious variable within the managerial 
profile. In other words, will the relationships between values within the managerial 
profile be more affected under the control of the Religious dimension or under the 
control of other dimensions within the same profile? Partial correlation analysis was 
conducted to answer this question. By using this method, we are able to calculate the 
correlation between a number of variables under the control of a specific variable. 
The partial correlation coefficients were obtained and presented in Table 7.27.
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TABLE 7.27 
PARTIAL CORRELATION COEFFICIENTS
Values (h u M Ï f û t
Managerial Values
Thm* EcùUi.
Eçonomiç Value .346***
Aesdtetio Value -.372*** -.081
Social Value -.234** -.367*** -.169*
Political Value -.073 -.338*** .^304*** -.182**
In order to ensure the importance of the Religious variable as the main within 
the managerial profile, the above coefficients were compared with their values in 
Table 7.20. Partial correlation was also conducted using each value within the 
managerial profile as a controller and the resulting coefficients were also compared 
with the coefficients of correlations between the same values (Table 7.20). These 
comparisons revealed that correlations between the managerial values were more 
affected under the control of the Religious variable. The Religious dimension could 
therefore be considered the main predictor for the remaining values within the 
managerial value profile.
The above analysis highlighted the nature of the general value system of a 
Saudi executive and those profiles into which this value system is deconstructed. The 
relationship between those profiles was also clarified. But can these profiles be 
classified into different types? This question is asked as follows:
7.7.5 Based upon Eduard Spranger’s classification of values 
(Theoretical, Economic, Aesthetic, Social, Political, and 
Religious) can the value profiles of Saudi executives be 
classified into different types? And what are the 
characteristics of managers of each profile?
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But, before answering this question one could ask the following
Which of the three value profiles previously mentioned is relevant for the analysis of 
such classification? This question in order to be answered, it is important to note that:
- This study is primarily concerned with the manager’s value profiles as a whole so 
it follows that individual managerial values are the main focus of the study.
- Both value profiles (personal & managerial) are interconnected through the 
influence of the personal profile on the Religious dimension (main) within the 
managerial profile.
Thus, the researcher decided to utilise the regression equations of the 
managerial value profile (equations 7-11, Table 7.22 & equation 20, Table 7.25) in 
the classification measurement.
It should be recognised that cluster analysis could also be the more appropriate 
technique to answer this question, but the researcher used a simpler procedure for the 
reasons given previously. A number of statistical measures will be taken to answer 
this question, such as calculating the regression equations whilst excluding the 
constant values of each equation. It is through this calculation that we will be able not 
only to compute the maximum and the minimum values, but also to determine the 
first and third percentiles^®. Percentiles are also known as quartiles, since they 
divide the sample into four groups with roughly equal numbers of cases (Norusis, 
1997). The results of these measures will help to divide subjects into three groups: 
m ore, midspread, and less oriented subjects toward each value. Those managers who 
are located within the midspread distance will always be considered as average 
managers. The t Test for each value will also be carried out to compare the means of 
the more and less oriented groups toward each value. The value profile is considered 
distinctive if the mean score of the more oriented group of each particular value is
2 2 6
highest amongst the mean scores of other values within the same group. The 
Theoretical dimension for example, will be a distinctive type of value profile if the 
mean score of the Theoretical values of the more theoretical group is highest amongst 
the mean scores of other values in the same group. These measurements will be 
presented next.
10) Percentiles or Quartiles: are the points which divide the distribution mto quarters witli roughly 
equal number o f  cases. The range o f  the middle 50% o f the distribution concentrates on the middle 
cases. The lower quartile Q i (25% percentile) represents those cases with lower scores, where Qs 
(75% percentile) represents those cases witli higher scores. The distance between tlie 25% percentile 
(Q i) and 75% percentile (Qs) is the m idspread distance (interquartile range). Values (scores) tliat 
occupy the middle distance in a distribution camiot be classified as higher or lower scores (Marsh, 
1988). For example, i f  we need to make a judgement about one person being more or less theoretical 
tlian another, we would not use those values located within the midspread distance o f  the distribution 
(the middle 50% o f  the distribution) to specify exactly how much more theoretical one person is than 
anotlier.
The following equation is used to compute percentiles: percentile =  LL +  ( i ) N ( p ) -  cf where:/,
LL =  lower real limits o f  tlie interval containing the desired percentile 
i =  the size o f  the interval containing the desired percentile 
N =  total number o f  cases in the distribution 
P =  proportion equal to the desired percentile
Cf =  commutative frequency o f  scores below the mterval containing tlie desired percentile. 
fi = frequency o f  scores in the interval containing the desired percentile
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VALUE MEASUREMENT
ANALYSIS OF THE SIX VALUES 
EQUATIONS 7-11 (TABLE 7.22) AND EQUATION 20 (TABLE 7.25)
(1)
EQUATION NO. 7 
THE THEORETICAL VALUE 
58.61 -
(.53 m e  + .5S9AES + ,5S7$0 + . 6 B R L G ] |
Statistically speaking, the higher the value of the equation the lower the subjects are 
oriented toward the Theoretical value, and the converse is also true. By calculating 
the regression equation, the following scores were obtained:
TABLE 7.28 
STATISTICS
1 Value N Percentiles
Mtùmm Meoclmtm n
m o . 215 0 34.13 45.30 39.58 40.81 42.18
Having obtained the limits of the Theoretical value, it is now possible to 
divide the subjects into three different groups, the more, average and less Theoretical 
managers. Subjects whose values of the equation range from 34.13 to 39.58 will be 
considered the “more” Theoretical managers, where respondents whose values of the 
equation range between 39.59 and 42.18 will be considered the average Theoretical 
managers. The managers whose values of the equation are located between 42.18 and 
45.30 will be defined as being the “less” Theoretical managers. The three groups of 
the Theoretical value are presented in Table 7.29.
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TABLE 7.29 
GROUP CHARACTERESTICS
G m m O m m  ChrnmiemUc
(34.13 -  39.59) (1) More Theoretical managers 1
(>  39.59 & < 42.18) (2) Average Theoretical managers
(42.18 -  45.30) (3) Less Theoretical managers
The Theoretical profile is considered a distinctive type, if the mean score of 
group one (the more theoretical managers) is the highest amongst the mean scores of 
other values in the same group. The means as well as the T Test between the more 
and less Theoretical groups were computed and presented in Table 7.30 as follows:
TABLE 7.30 
GROUP STATISTICS 
MEAN DIFFERENCES
Value ÎM S t
20.3396 15.4630 14.554*** .000
Ecmomk 19.9623 21.9259 -4.762*** .000
AeslWIe 13.9434 15.0926 -2.731** .007
BqçM 18.6415 18.9630 -.803 .424
19.5283 16.1852 10.488*** .000
15.5849 20.3704 -9.701*** .000
**P <  .01 ***P < .001
The above Table revealed two different value profiles, the more and the less. 
The mean score of the Theoretical value of the more Theoretical subjects ranked 
highest (20.34) amongst the mean scores of the other values. It is safe to state, 
therefore, that the Theoretical value represents a significant value profile (Theoretical 
value profile). As Table 7.30 indicates, an Independent-Sample T-Test revealed five 
significant differences between the two groups. The more Theoretical managers 
appear to be more Political and less Economic, Aesthetic, Social, and Religious than
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the less Theoretical managers. The Theoretical value profile of Saudi executives is 
illustrated in Table 7.31.
TABLE 7.31 
RANKING OF THE SIX VALUES WITHIN THE 
THEORETICAL VALUE PROFILE OF SAUDI MANAGERS
Measures m m 0)m y m m
Meitits 20.34 19.96 19.53 18.64 15.58 13.94
18 points
Figure 7-3 is a comparison between the two value profiles of the more and less 
Theoretical managers.
FIGURE 7-3 
A COMPARISON BETWEEN 
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(2)
MEASUREMENT 
OF THE ECONOMIC VALUE 
EQUATION NO. 8 
THE ECONOMIC VALUE 
62.74 -
[ 568 .658SO 4- .568PL + .507RG) |
As mentioned before, the higher the value of the equation the lower the 
subjects are oriented toward the Economic value, and the converse is also true. When 
this part of the equation was computed, the following results were obtained:
TABLE 7.32 
STATISTICS
Value N Percentiles
v m  i ....................... Mwémm 2S 7$
215 0 36.45 45.99 40.81 42.05 43.15
These scores were then used to divide respondents into three different groups, 
the more, average and less Economic managers (Table 7.33).
TABLE 7.33 
GROUP CHARACTERESTICS
Gmup : Group Ctmractemtk
(36.45 -  40.81) (1) More Economic managers
(>  40.81 & < 43.15) (2) Average Economic cases
(43.15 -  45.99) (3) Less Economic managers
The Economic value will provide a distinguished type of value profiles if the mean 
score of the Economic value of the more Economic managers (group 1) is highest
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amongst the means of other values within the same group. Descriptive statistics as 
well as the Independent-Sample T Test between the more and less Economic groups 
were computed and are presented in Table 7.34.
TABLE 7.34 
GROUP STATISTICS 
MEAN DIFFERENCES
Value less Em.
16.6154 18.5660 -4.351** .000
lÊçmmm 234731 m m i 14.135*** .400
16.1154 12.9434 8.266*** .007
17.7115 20.0189 -5.748*** .424
16.7308 18.8679 -5.759*** .000
17.6154 19.1887 -2.568* .012
*P < .05 ***P < .001
The above results indicate that the mean score of the Economic values of the 
more Economic group was highest amongst other scores within the group (23.17). 
Statistically, this means that the Economic value represents a distinguished type of 
value profile. The results also indicate that there are six significant differences 
between the two groups. The more Economic managers tended to be more Aesthetic 
and less Theoretical, Social, Political, and Religious than the less Economic 
managers. Table 7.35 shows the Economic value profile of Saudi executives.
TABLE 7.35 
RANKING OF THE SIX VALUES WITHIN THE 
ECONOMIC VALUE PROFILE OF SAUDI MANAGERS
Measures m mSùc.V mmg.v m m mAes.V
23.17 17.71 17.62 16.73 16.62 16.12
18 points
2 3 2
Figure 7-4 is a comparison between the two value profiles of the more and less 
Economic values.
FIGURE 7-4 
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(3)
EQUATION NO. 9 
THE AESTHETIC VALUE 
49.13-
rS iS T H  + M 9E C  +  .487PL -K .5Û7RG1 %
When the above equation was calculated, the following results were revealed:
TABLE 7.36 
STATISTICS
V alue N P ercen tile s
M ssia^ M màmm Masimum M B # ^ 0 0 i 75 i
215 0 31.35 38.84 33.73 34.81 35.84
These scores were then used to divide subjects into three different groups, the 
more, average and the less Aesthetic managers as follows:
TABLE 7.37 
GROUP CHARACTERESTICS
G ra u p  C h c m c te m S c
(31.35 -  33.73) (1) More Aesthetic managers
(>  33.73 & <  35.84) (2) Average Aesthetic managers
(35.84 -  38.84) (3) Less Aesthetic managers |
In order to see whether the Aesthetic value will represent a distinctive value 
profile, the following statistical tests were conducted and are presented in Table 7.38.
Table 7.38 shows that the mean score of the Aesthetic value of the more 
Aesthetic managers was not highest amongst the mean scores of other values within 
the same group. This means that the Aesthetic value does not significantly represent 
an Aesthetic profile. The tests also manifested four significant differences between
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TABLE 7.38
GROUP STATISTICS
MEAN DIFFERENCES
V alue M ù u A e s * L e s s  A0&. t
17.4151 18.4182 -2.124* .036
20.3774 20.7273 -.724 .452
.000
SodUki 20.6604 17.0727 9.902*** .000
17.0943 18.7818 -4.209*** .000
16.0377 20.3091 -7.783*** .000
*P <  .05 ***P <  .001
the two groups. The more Aesthetic managers placed greater emphasis on 
Social values, where the less Aesthetic group placed more emphasis on the 
Theoretical, Economic, Political, and Religious values. These differences are shown 
in Figure 7-5.
<c/3I
F IG U R E  7-5 
A C O M P A R IS O N  B E T W E E N  
T H E  M O R E  A N D  L E S S  A E S T H E T IC  M A N A G E R S
00
O 20
15
10
5
0
PISoTh AeEc
V A L U E S
 Higher
■«&” “ “Lower
235
(4) 
EQUATION NO. 10 
THE SOCIAL VALUE 
57.64 -
[.490 TH + .610EC+ .470PL + .489RG] |
The above equation was calculated, and the following results were obtained:
TABLE 7.39 
STATISTICS
1 Value N Percentiles
Mmmxm Maxitmm SÙ 75
215 0 34.29 42.93 37.70 38.87 39.78
These scores were then used to identify three different groups: the more, 
average and less scoring Social managers (Table 7.40):
TABLE 7.40 
GROUP CHARACTERESTICS
1 Lmits Group Group O m m oteri^
(34.29 -  37.70) (1) More Social managers
(>  37.70 & <  39.78) (2) Average Social managers
(39.78 -  42 -  93) (3) Less Social managers
As explained before, the Social value will represent a significant profile if the 
mean score of the Social value of the more Social group is highest amongst the means 
of the remaining values in the same group. In order to determine whether or not the 
Social value distinctively represents a Social value profile, descriptive statistics as 
well as independent sample T Test between the more and less Social groups were 
measured and are presented in Table 7.41.
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TABLE 7.41
GROUP STATISTICS
MEAN DIFFERENCES
Value M ùte Soc* Soc.
n^5S
f
Theoretical 17.6275 18.1818 -1.166 .246
Economie 19.3725 22.2000 -6.956*** .000
AesM ülc 16.0000 12.8545 8.201*** .000
Sddàl 21,0784 16.9455 12.634*** .000
B&mcal 17.5686 18.1091 -1.377 .171
16.2745 19.7273 -5.713*** .000
***P <  .001
The statistical results indicate that the mean score of the Social value of the 
more Social group is highest among the means of the remaining values in the same 
group. As a result, it is safe to state that the Social value represents a distinctive 
managerial value profile. The T Test between the more and less Social groups 
revealed four significant differences. The more Social managers tended to place 
higher emphasis on the Aesthetic values, whereas the less Social group appeared to be 
more Theoretical, Economic, Political, and Religious than the more Social group. 
Although the more Social subjects were less Theoretical and Political than the less 
Social subjects, the differences between the two groups were not significant. Table 
7.42 shows the ranking of the six classes of values of the Social value profile of Saudi 
executives.
TABLE 7.42 
RANKING OF THE SIX VALUES WITHIN THE 
SOCIAL VALUE PROFILE OF SAUDI MANAGERS
Measures m mm y m  \ m & y m v m $y mm y
Meskftâ 21.08 19.37 17.63 17.57 16.27 16.00
A v m g e 18 points
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Figure 7-6 presents a comparison between the two value profiles of Saudi 
executives with more and less Social values.
FIGURE 7-6 
A COMPARISON BETWEEN 
THE MORE AND LESS SOCIAL MANAGERS
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EQUATION NO. 11 
THE POLITICAL VALUE 
48.79-
[.455 EC + .431AE$ + .436$Q + .3B6Raf~||
The above equation was computed and revealed the following results:
TABLE 7.43 
STATISTICS
Value N Percentilesmm Mpfsing 2$ $0 7$
215 0 26.34 34.26 30.05 30.93 31.94
These values, hence, were used to divide subjects into three different groups.
TABLE 7.44 
GROUP CHARACTERESTICS
ÎÂ m îts G ro u p  C h a r a e te r k d c
(26.34 -  30.05) (1) More Political managers
(> 30.05  & <  31.94) (2) Average Political cases
(31 .94-34 .26) (3) Less Political managers
In order to assess whether or not the Political value distinctively represents a 
Political value profile, the mean scores along with the T Test between the more and 
less Political groups were computed and presented in Table 7.45.
As Table 7.45 indicates, the mean score of the Political value of the more 
Political group was not highest amongst other scores in the same group, and hence it 
does not represent a distinguished Political profile. The Table also shows that there
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TABLE 7.45
GROUP STATISTICS
MEAN DIFFERENCES
V alue MùtePûL less PaL S % .2-tmÎ0ê
Theorçdç»! 20.3846 15.6000 13.964*** .000
WommàOr 19.5192 22.4000 -7.130*** .000
AesÉWle 13.4231 15.0545 -4.041*** .000
Sûddi 18.2885 19.0545 -1.977* .05
16.8654 19.7818 -5.216*** .000
*P <  .05 ***P < .001
are six significant differences between the two groups. The more Political managers 
appeared to be more Theoretical and less Economic, Aesthetic, Social, and Religious 
than the less Political subjects. These differences are depicted in Figure 7-7.
FIGURE 7-7 
A COMPARISON BETWEEN 
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(6)
EQUATION NO. 20 
THE RELIGIOUS VALUE 
85.52-
[.077TH + T21EC + .063AE+ J4 9 P L +  791TH + J93E C  + .733ÂE + .750SO] |
It was pointed out that the Religious value was best explained by eight values 
from both the personal and managerial value profiles. This part of the religious 
equation was calculated and revealed the following results:
TABLE 7.46 
STATISTICS
V a lu e N P e r c e n tile s
1 75
215 0 59.62 75.45 65.32 67.13 69.51
These scores were then used to identify three different groups: the more, 
average and less Religious managers. These groups are illustrated in Table 7.47 as 
follows:
TABLE 7.47 
GROUP CHARACTERESTICS
Gtùup Gtùup
(59.62 -  65.32) (1) More Religious managers
(>  65.32 & < 69.51) (2) Average Religious managers
(69.51 -  75.45) (3) Less Religious managers
As indicated before, the Religious value profile will be considered 
significantly represented by the sample subjects if the mean score of the Religious 
values of the more Religious group is the highest amongst other values in the same
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group. The mean scores as well as the T Test between the mean scores of the more 
and less Religious groups were computed and presented in Table 7.48.
TABLE 7.48 
GROUP STATISTICS 
MEAN DIFFERENCES
Value
««55
t
16.3774 19.6852 -8.898*** .000
Emnmàcir 19.8302 20.8333 -2.361* .02
Aésüietle 13.4340 15.3704 -5.889*** .000
Bo^vâi 18.0566 19.9444 -4.967*** .000
Political 18.5283 17.7222 1.962* .05
RdWow 21*7358 14.4074 *000
*P < .05 ***P <  .001
The above Table indicates that the mean score of the Religious value of the 
more Religious group is highest among the mean scores of other values within the 
same group. Hence, it is safe to state that the Religious value represents a distinctive 
Religious value profile. The Table also indicates that there are six significant 
differences between the two groups. The results show that the more Religious 
managers appeared to be more Political and less Theoretical, Economic, Aesthetic 
and Social than the less Religious group. Table 7.49 shows the ranking of the six 
classes of values of Religious profile of Saudi executives.
TABLE 7.49 
RANKING OF THE SIX VALUES WITHIN THE 
RELIGIOUS VALUE PROFILE OF SAUDI MANAGERS
Measures mm g.v m 0} m m
MeaoA 21.74 19.83 18.53 18.06 16.38 13.43
18 points
2 4 2
Finally, Figure 7-8 illustrates the differences between the two profiles of the more 
and less Religious executives.
FIGURE 7-8 
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The previous analysis revealed that only four of the six classes of Spranger’s 
values were found to be significantly represented by Saudi executives. As a result, 
four managerial value profiles with different ranking orders of the six classes of 
values are identified. These profiles are illustrated in Figure 7-9.
FIGURE 7-9 
THE FOUR DISTINCTIVE VALUE PROFILES OF SAUDI 
EXECUTIVES AS WELL AS THE RANKING ORDER OF EACH 
PROFILE
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The four distinctive value profiles are contrasted in Figure 7-10.
As the Figure shows, the Economic profile is the highest represented amongst other 
profiles, while the Religious profile comes second, the Social profile third, and the 
Theoretical profile is lowest.
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It is to be hoped that the six regression equations which were used to identify 
the distinctive value profiles of Saudi executives will provide useful guidelines to 
those firms, public or private, in assessing the types of value profiles their managers, 
as well as their new recruits, hold. In order to recognise the type of value profile the 
manager or the candidate represents, the questionnaire used in this study should be 
completed, and his or her scores should be analysed using the six significant 
equations (equations 7-11, Table 7.22 & equation 20, Table 25). The resulted scores 
could then be used to formulate his or her managerial value profile.
FIGURE 7-10 
A COMPARISON BETWEEN THE FOUR 
DESTINCTIVE VALUE PROFILES
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7.7.6 Reliability Test for the Managerial Value questionnaire
The managerial value instrument (part three of the questionnaire) was tested to 
assess its reliability as a significant tool in identifying the managerial value profiles of 
Saudi executives. To test the internal consistency of answers given by the 
respondents, a total of 107 of the respondents was randomly selected and the data 
gathered from their answers were used to calculate the six regression equations that 
were used previously in the analysis of the six managerial values. The results 
obtained were satisfactory, especially as each equation was calculated using data from 
almost half of the respondents. The achieved split-half and correlation coefficients 
between the predicted and actual scores for the six managerial values are as follows:
TABLE 7.50
SPLIT-HALF AND CORRELATION COEFFICIENTS 
BETWEEN THE PREDICTED AND ACTUAL SCORES 
FOR THE SIX VALUES 
(N = 107)
Vaims Comlathm
Theoretical .86 .80
Economic .87 .79
Aesthetic .73 .61
Social .80 .73
Political .69 .57
Heligloiis .92 .86
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THE DISCUSSION
8.1 INTRODUCTION
This chapter will focus exclusively on analysing the results discussed in the 
previous chapter.
The main purpose of this thesis was to explore the value profiles of Saudi 
executives in both their personal and managerial lives, and to examine the extent to 
which it is possible to classify the value profiles of Saudi executives in the business 
environment. This study further attempted to explore the relationship between 
personal and managerial values and specific personal and organizational variables. To 
this end, five research questions were tested.
8.2 DISCUSSION OF THE RESULTS
The results of the five questions tested in the previous chapter will be 
discussed in detail.
8.2.1 RESEARCH QUESTION 1:
The first research question concerned the primary responses of the different 
groups of Saudi executives to the six values in both their personal and managerial 
lives. In the test of question 1, the statistical results indicate that the different groups 
of Saudi executives except those on the top level (Presidents, Vice Presidents) had 
similar ranks in the six personal value dimensions and similar ranks in the six 
managerial values across their personal and organisational characteristics. Several 
exceptions, however, were noted among the categories of each group.
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The results indicated that almost all Saudi executives included in the sample 
tended to place high emphasis on Economic goals (e.g., the market share, sales 
increase, profit maximisation, etc). This finding may reflect the rapid economic 
transformation that has been taking place in S.A. This finding is also consistent with 
the previous suggestion that the main goal of top managers in rapidly developing 
societies is to create wealth, and techniques to collect that wealth (Patai, 1971; Ali, 
1985; Altorki, 1987). In their personal life, however, economic issues were not found 
to be as important by more mature Presidents, Administrative Managers, and 
Production Managers who had not completed their college education. These managers 
were found to be most oriented towards Religious values (conservitives). Generally, 
this focus can be explained by the dominance of Islam in almost every aspect of life in 
Saudi Arabia. Another reason may be the difficulty for more mature executives to 
sacrifice their religious beliefs because of their early childhood traditional education.
Although Religious values ranked second among the Saudi executives’ 
priorities in their personal life (except for those mentioned above), the Religious 
preferences were less attractive to majority of these executives in their managerial life. 
These managers scored third for the Religious values in the managerial profile. 
However, several exceptions were noted; more mature managers, for example, who 
are involved in Marketing, Production, Sales and Purchasing Departments were found 
to be more dominated by their Religious beliefs and ranked them second highest. This 
high concern for Religious issues could also be explained by the role of the Islamic 
teachings in Saudi culture. Another reason behind these high Religious attitudes may 
be due to the late establishment of the Ministry of Education in 1953. Before this 
time, managers who had a low educational level received intensive Religious 
education during their early years at the mosques. Higher educated managers reported
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another exception when their Theoretical priorities took precedence over their 
Religious choices. The reason for this may be that Saudi managers of today are highly 
influenced by Western ideas and values through mass media, extensive travel, 
studying abroad and through courses that are strongly influenced by Western 
management theories within Saudi universities (Yavas et al., 1996). Thus, the higher 
educated (M .A., Ph.D. degrees) the Saudi executive, the more careful he seems to be 
about facts and logic, and systemising his knowledge is one of his main aims. It could 
therefore be suggested that educational factors have had an influence on the Religious 
values of new generation Saudis (Altorky, 1987).
With respect to Social preferences, the results showed that Social issues 
occupied third place among the managers’ preferences in their personal life, where 
they were second among their managerial priorities. However, two exceptions were 
found: the care of society and Social issues seemed to be less attractive than the 
Theoretical preferences to the younger (30-39) and more educated managers. These 
managers have given priority to Theoretical problems over their Social duties and 
ranked their Social interests in fourth place in both their personal and managerial 
lives. Older executives, especially those of fifty years or more, were found to be more 
concerned about Religious matters than about their Social duties. These managers 
scored second for their Religious preferences and third for Social interests in their 
managerial life. These findings also support the idea that the younger and more 
highely educated the Saudi executive is, the more he is influenced by modern and 
Western values and methods, while the older managers tend to maintain the Religious 
and traditional values that have been learned throughout their lives.
Regarding Political values, the results indicate that in their personal lives, 
Saudi executives tend to show a low interest in Political attitudes and ranked them
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fifth among other priorities. These managers seem to be more Political at work and 
scored fourth for this dimension. Interestingly, an exception was found to this finding 
suggesting that younger managers (30-39) were more Politically oriented in their 
managerial practices and scored third for this value. In addition, older managers (50 
years or more) appeared to be less attracted to Political issues in the work place. 
These managers gave greater attention to the Economic, Religious, Social and 
Theoretical interests over Political attitudes which scored fifth with these managers. 
These findings may reflect the fact that younger managers are more interested in 
climbing up the organisational hierarchy. Another reason behind this high Political 
orientation is the nature of the executive’s responsibilities toward his organisation. For 
example, an executive is responsible for representing his organisation to external 
community, for setting out plans, for making important decisions, and for solving 
managerial problems. Competitive circumstances also seem to be one important factor 
behind the high Political orientation of the young Saudi executives at work. It was 
noted before that young Saudi executives were more enthusiastic than older managers 
towards Western ideas and values, which emphasise competence values (Political) 
over traditional (Social) and Religious attitudes (Ali, 1985).
The low orientation placed on Aesthetic aspects by Saudi executives in both 
their personal and managerial lives does not reflect the importance of this dimension 
to some of the organisational jobs (e.g., design of products, office appearance etc). 
This finding also suggests that government efforts were not enough to improve the 
artistic attitudes of the Saudi individuals. If these attitudes are to be changed, it 
appears that more programmes and efforts need to be carried out by both the 
government and organisations in order to enhance and strengthen the artistic 
orientations of Saudi managers.
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These findings suggest that the Economic, Religious, and Social values 
dominate Saudi executives’ orientations in both their personal and managerial lives. 
The results also indicate that Theoretical orientations seem to influence the decision 
making of well-educated Saudi executives (college degree or more) in both their 
personal and managerial lives.
The purpose of this question was to enable discussion of the initial responses of 
the sample subjects with different personal and organisational characteristics, to the 
six values in both personal and managerial profiles.
The results of this question suggest that although Islam has its influences on 
every aspect of live within Saudi society, the majority of Saudi managers seem to be 
more Economic and placed highest emphasis on the economic outcomes of their 
decisions in both their personal and managerial lives. Such findings clearly reflect the 
rapid growth of Saudi society and the Saudis’ interests to adopt more Western-style 
business ideas and methods. This finding also reflects the government’s efforts to 
facilitate the economic development in S. A.
8.2.2 RESEARCH QUESTION 2:
the main objective of this qustion was to ascertain any differences between 
Saudi managers of top and middle levels and laso between those in listed and unlisted 
companies in terms of their personal and managerial value profiles. The analysis 
showed that top managers are more Political and less Economic in their personal 
profile, in their managerial profile, however, top managers are more Theoretical, 
Social, and Political but less Economic than middle level managers. Although it is 
clear there is some risk involved in drawing inferences from such apparently 
anomolous results, the following are possible explanations:
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1) Most of the top level managers belong to the age of 40 years and over, and this 
group were found to place more emphasis on Religious values (conservitive) in 
their personal and managerial lives.
2) The middle level managers are mainly responsible for the implementation of the 
organisations policies and strategy, and their personal promotions depend directly 
on the economic results of their managerial decisions.
With respect to managers in listed and unlisted companies, the results showed 
that Saudi managers in listed organisations are more Economic and less Religious in 
their personal profile and are more Economic but less Political in their managerial 
profile than those in unlisted firms (private). The inference could thus be made that 
the selection of these managers to run listed (joint stck) companies was appropriate, 
because they show correspondingly higher emphasis on Economic values in their 
managerial lives than those in private companies. There are two possible reasons for 
these results:
1) These managers were found to be more highly educated than their counterparts in 
private organisations (unlisted) and had therefore probably received part of their 
education in the West or at business schools in S. A. which espouse Western ideas 
and theories that emphasise market values over other values.
2) These managers could also be aware of their accountability to stockholders to 
maximise profits.
8.2.4 RESEARCH QUESTION 3:
This question tried to discover whether personal and organisational factors 
would influence personal and managerial values of Saudi executives, or whether these 
executives would share similar responses to these values. In other words, the question 
was an attempt to discover the relationship between the six values and several personal
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and organisational variables. To ensure the accuracy of the results, this question was 
tested using both One Way Analysis of Variance (ANOVA) and Kruskal Wallis tests. 
The significance of this question is based on the premise that the responses of Saudi 
executives to personal and managerial values may differ as personal and organisational 
variables differ.
Tables 7.16,17 in the previous chapter showed a number of significant 
differences between personal and managerial values of Saudi executives and the 
following personal and organizational variables: manager’s position, age, educational 
level, years of managerial experience, nature of business activity, and size of firm. 
The discussion of these differences will be presented next.
(1) Manmer^s position. The results revealed nine significant differences between the 
categories of the variable ‘manager’s position’ and value orientations in both their 
personal and managerial profiles. With respect to the personal values, the analysis 
revealed five significant differences between the variable ‘manager’s position’ and the 
following personal values: Theoretical, Economic, Social, Political, and Religious 
values. Meanwhile, four significant differences were found between the variable 
‘manager’s position’ and the following managerial values: Theoretical, Economic, 
Political, and Religious.
In both personal and managerial profiles. Presidents, Vice Presidents, 
Administrative Managers, and Finance Managers tended to place a higher emphasis 
on Theoretical issues than managers from other departments. This high orientation 
may reflect the high percentage of well-educated managers in the sample (77.2% with 
a college degree or more). This concern may also reflect the nature of these 
managers’ jobs. Their responsibility lies with organisational success and growth, 
which may require them to use as much accurate and scientific data as possible when
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making their decisions. Hence, the type of knowledge and information needed for 
their decisions might be considered as a major factor affecting the Theoretical 
attitudes of such managers in the workplace.
Although most of the Saudi executives were found to place higher emphasis on 
Economic values, the results indicate that some groups were more Economic than 
others in the sample. Finance Managers, Marketing Managers, and Production 
Managers were found to place more importance on Economic issues in both their 
personal and managerial decisions than other managers did. This finding may reflect 
the importance of these departments to the achievement of the economic goals in any 
business firm. Therefore, the nature of the tasks as well as the objectives of these 
departments might influence their members. The importance of economic goals to the 
Saudi executives may also be due to the competitive nature of Saudi markets, 
especially after the second Gulf War which had a negative impact on the economic 
conditions in the region.
The analysis revealed that more mature Presidents (50 years or more). 
Personnel Managers, and Sales Managers were more influenced by Social attitudes in 
their personal decisions. This finding also appears to be consistent with the general 
belief that value orientations of older managers seem to be more traditional than those 
of younger managers. This finding also suggests that these managers were Socially 
influenced by the nature of their jobs. In their day-to-day managerial transactions. 
Presidents have more contact with both internal and external environments in order to 
accomplish their tasks and represent their organisations in society more than managers 
do in other levels. Where almost all objectives of the personnel department are Social 
in nature. Sales Managers are largely dependent on their personal contacts to 
accomplish their departmental assignments.
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The analysis showed that Presidents, Vice Presidents, Administrative, and 
Finance Managers were more Political in both their personal and managerial lives than 
other executives in the sample. This finding may reflect the general belief that these 
managers are considered more responsible for preserving and applying organisational 
laws and codes and are also more responsible to negotiate their organisational policies 
with the external environment (i.e., customers, suppliers, competitors, government, 
etc). In addition, the high motives of achieving acceptable levels of personal success 
and growth may play an important role in strengthening the Political attitudes of such 
managers. These suggestions could explain the high Political values of Saudi 
executives in both value profiles.
Although the results showed that Saudi executives placed a higher emphasis on 
Religious values in their personal and managerial profiles. Production Managers, 
Sales Managers, and Purchasing Managers were found to be more Religious than 
other managers in the sample. This finding suggests that in addition to its influence on 
the daily life of people in S.A, Islam also influences the business environment within 
the Kingdom. Furthermore, this finding may reflect the fact that Production Managers 
are careful not to produce or offer anti-religious products or services, while Sales and 
Purchasing Managers were more aware that they were producing anti-religious 
contacts and relationships in order to accomplish their tasks. It is realised that the 
Islamic environment in S.A has its influences upon the religious awareness of 
managers which help strengthen their attitudes towards their moral responsibilities in 
the workplace.
(2) M a n a g e r a g e .  Four significant differences were noted between the variable 
‘manager’s age’ and the Economic and Political values in his personal profile, and the 
Political and Religious values in the work place. Younger managers were more
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Economie in their personal life than older managers, which may be due to three
reasons: (1) the keen interest of young managers to achieve economic gains, especially
after the regional crises and its consequent economic conditions; (2) these managers
were found to have strong Political orientations in both their personal and managerial
decisions as a result of the new competitiveness which has emerged in the business
environment; and (3) these managers were found to be more educated than other
managers. Consequently, these managers are more likely to be enthusiastic about
applying modern and Western knowledge in their day-to-day managerial transactions
(Ali and Al-Shakis, 1985, 1991). Older executives were found to be more Religious
than younger managers in the workplace. This finding is consistent with the general
orientation of people in Saudi Arabia. As mentioned before, Islam dominates life in
S.A. So, it could be suggested that older Saudi executives (50 years or more)
especially those who received traditional education in their early ages, find it more
difficult to to change. As Hofstede (1991) puts it:
‘‘Development psychologists believe that by the age of 10, most 
children have their basic value system firmly in place, and after 
that age, changes are difficult to make, because they were 
acquired so early in our lives.” (Hofstede, 1991, p. 8).
These exeucitves are thus more religiously oriented than younger managers who 
started their education at modern schools.
(3) Manager*s level o f  education. The results showed four differences between the 
variable ‘level of education’ and the Theoretical and Religious values in both personal 
and managerial lives. The statistical results showed a positive correlation between the 
variable ‘level of education’ and the Theoretical values at the .01 level (2-tailed) in 
both personal and managerial profiles. As a result, higher educated executives were 
found to be more Theoretical in both their personal and managerial value profiles. The
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more education a manager has the more knowledge he gains and the more accurate 
decisions he makes. This finding may reflect the importance of scientific knowledge 
and information to strategic decisions within business firms. Meanwhile, when the 
variable ‘educational level’ is correlated with the personal and managerial Religious 
values, the results showed negative correlations at the .01 level (2tailed). As a result, 
these managers tended to show lower Religious prefernces than managers with lower 
educational levels do in both profiles of values. The younger and the more educated 
the Saudi executive is, the more enthusiastic this manager is towards the adoption of 
modern and Western ideas and values.
(4) Managerial experience. Three significant differences were noted between the 
classifications of the variable ‘managerial experience’ and the Economic and Social 
values in the personal profile, and the Political values in the managerial pattern. 
Managers who had been in management for less than 10 years tended to show a higher 
interest in Economic issues than more experienced managers. Moreover, managers 
with more than 10 years of experience appeared to be more socially oriented in their 
personal profile than other managers in the sample. These findings suggest that 
managers with less than 10 years of experience are more concerned about the 
economic goals of their organisations (e.g., existence and duration of their 
organisations, customers, and profit maximisation). This finding is reasonable and 
consistent, especially as these managers were found to be younger and more educated 
than managers from other categories. This finding also reflects the overall Economic 
orientation in the Kingdom and the hypothesis that these managers are expected to be 
dominated by Economic attitudes not only in the workplace, but also in their personal 
lives because of the new regional conditions which might led to the enhancement of 
the competitive and power orientations (Political) of Saudi managers, and are apparent
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in the adoption of more modern, Western ideas and methods. The results also indicate 
that managers who have been in management for more than 10 years are more 
traditional and humanistic (Social) than the less experienced managers. This finding 
suggests that the more years of experience a manager has, the more contact and 
relationships the manager has with different parties in and outside the organisation, 
consequently making the manager more socially aware.
The statistical results revealed that executives with less than 5 years of managerial 
experience tended to be more Political than other managers. This finding suggests that 
managers who are relatively new in management have higher Political values than 
those who have been in management for a longer time. Hence, these managers are 
expected to be more interested in proving their qualifications as a means of achieving 
advancement and personal success.
(5) Type o f  business. With respect to business activity, six differences were found 
between the variable ‘type of business’ and the Theoretical and Political values in both 
personal and managerial profiles, the Religious value in the personal profile and the 
Economic value in the managerial value pattern. Managers from manufacturing, 
financial and diversified firms tended to show higher Theoretical and Political 
orientations in both patterns of values than managers from other companies. This may 
be due to two reasons. Firstly, the nature of work in such firms depends largely on the 
accuracy of scientific data needed for their stratigic decisions and therefore their 
personal practices are much inegrated into their managerial lives than managers in 
other firms. Secondly, this finding reflects the efforts exerted by the government to 
improve and expand the educational sector in the Kingdom (more than three-quarters 
of the sample subjects have a Bachelor’s degree or higher (77.2%). This finding is 
also consistent with the fact that the open market and the high levels of competition in
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Saudi markets have had influences upon Saudi managers to maximise their profits, and 
achieve organisational and personal growth.
In addition, managers from agricultural, finance and insurance, transportation, 
and construction firms tended to place more significance on Religious values in their 
personal lives and on economic issues in the managerial environment. These findings 
are consistent with the fact that Islam permeates the Saudi context. These managers, 
however, were found to be 50 years of age or more. Thus, these managers are 
expected to be more conservitive than younger managers. Regarding the relatively 
high emphasis placed by these managers on Economic values this may reflect the 
huge investment in such types of businesses, and the strong desire of these managers 
to achieve acceptable levels of outcome from such investments.
(6) Size o f  f irm . Three significant differences were noted between the variable ‘size of 
firm’ and the personal Economic values, and the managerial Aesthetic and Political 
values. Managers from medium and large organisations tend to give higher regard to 
Economic values in their personal lives than those of small firms. This finding 
suggests that personal decisions of Saudi managers, especially those of medium and 
large business firms, are more influenced by their work environment than those of 
small firms. This finding may laso reflect the general belief tliat the free business 
environment and the government’s measures to facilitate economic development have 
had an impact upon Economic attitudes of individuals in S.A. These managers were 
also found to be more Political and Aesthetic at work than those of small firms. 
Clearly, this finding supports the suggestion that in Saudi Arabia, the open market and 
the high level of competition have an important impact on the Political attitudes of 
Saudi managers in business organisations. These managers were also found to be more 
Aesthetic than those of small firms. This finding may suggest that artistic aspects are
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more important to managers of larger firms because of the following reasons: a) the 
role of aesthetics in designing products in large manufacturing firms, b) its importance 
in terms of style and fashion, especially in large decorating, architectural, and clothing 
companies, and c) the fact that appearance may be considered a means of reflecting 
the importance of a manager’s job in large corporations.
The main objective of this question was to discover whether there is a 
relationship between personal and managerial values of Saudi managers and some 
personal and organisational variables. The results showed that managers with different 
personal and organisational characteristics differed in their responses to some personal 
and managerial values, suggesting therefore that the influence of personal and 
organisational characteristics upon value profiles of managers should be viewed as 
exploratory and suggestive (England, 1974). However, the above results do not 
properly explain the resultant effects of different characteristics on managers’ personal 
and managerial value profiles.
8.2.3 RESEARCH QUESTION 4:
The fourth research question concerned the overall value profiles of Saudi 
executives as a group. The main aim of this question was to identify and discuss the 
overall value profiles of the average Saudi executive, and to examine the extent to 
which are these profiles similar at the typical executive level.
The statistical results (chapter 6) revealed two different value profiles: the 
“personal value profile” and the “managerial value profile” . These two profiles 
represent two different rank orders of the six classes of values (Theoretical, 
Economic, Aesthetic, Social, Political, and Religious). In each profile of values, 
however, managers showed different levels of preferences towards the six value 
dimensions. The main characteristics of these profiles are presented as follows:
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When responses from 215 Saudi managers were analysed as a group, the 
results showed that Saudi managers responded differently to the six value dimensions. 
In both personal and managerial profiles, however, average Saudi executives scored 
highest on Economic values. These high scores may be attributed to the increase in oil 
revenues and the following era of prosperity, as well as the high economic 
expectations of Saudis (Ali and Al-Shakis, 1991; Lamb, 1987). The role of oil 
revenues in Saudi Arabian economy has been to build the infrastructure necessary for 
the private sector to be able to expand and develop. The expansion of private sector 
will in turn provide training opprtunities for future managers thus accelerating the 
growth of the private sector. Clearly, the above reason has contributed significantly to 
the strength of economic aspects among Saudis, not only in the business environment 
but also in their personal practices.
With regard to Religious values, the literature expected that Saudi executives 
would place the highest emphasis on Religious values. The analysis of the results, 
however, showed that in their personal value profiles, Saudi executives scored second 
highest for their Religious values, and third in their managerial pattern. The 
importance of the Religious dimension may stem from the emphasis the development 
plans placed upon maintaining the Religious and moral values of Islam. The reasons 
behind the high Religious interests of Saudi executives may also be due to the 
following reasons:
A- Islam was nominated as the State religion in the first article of the Basic 
Government System. As a result, various religious institutes were established to 
graduate judges, religious scholars and Arabic linguists;
B- The historical events and their role in strengthening the Islamic attitudes and 
beliefs of peoples in the Arabian Peninsula; and
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C- The influence of Islam on almost all aspects of Saudi society and into the various 
environments of the Kingdom (e.g. economic, social, political, cultural, etc).
Consequently, Saudi executives within business firms found themselves 
responsible for the preservation and implementation of Islamic values, not only in 
their personal lives but also in their business environments.
Concerning Social values, the results indicated that Saudi managers are more 
socialised in their managerial environment than in their personal lives. The Social 
value scored third among personal values, and second in the managerial profile. 
Although previous studies have suggested that modernisation and economic 
development have had a significant impact on Saudis’ traditional and Social values 
(Altorki, 1987; Ali, 1988; Alnimir and Palmer, 1982), this finding suggests that Saudi 
managers are still dominated by the traditional and Social values long inherent in the 
society of the Arabian Peninsula. Moreover, this finding is consistent with the 
assumption that the successful manager is one who is always ready to lend a helping 
hand and who is committed to his extended family and community (Ali and Al-Shakis, 
1991). The strong Social attitudes of Saudi executives at work may also be due to the 
following reasons:
A- The cultural factors of Saudi society (i.e. religion, historical events, traditions etc) 
play an important role in influencing managers when making their personal and 
managerial decisions (Sharabi, 1988).
B- As an outcome of “tribalism”, Saudi managers and subordinates want to feel that 
they are part of their organisations (Hofstede, 1980; Al- Moalmy, 1991).
C- Although social development is the government’s responsibility, Saudi managers 
feel that the private sector is responsible for contributing to the development of
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society (i.e. protecting the environment in which the organisation operates, 
employing and training Saudi nationals, providing work opportunities for the 
disabled, etc).
The high emphasis placed by Saudi managers on Social issues in both personal 
and managerial environments reflects the fact that Saudi managers adhere to the values 
and traditions of the society.
Regarding the Theoretical values , the analysis of the results showed that the 
Theoretical dimension scored fourth with Saudi managers in terms of personal 
decisions and fifth among their managerial preferences. Although the Theoretical 
dimension scored fifth among managerial values, an exception was noted to this 
finding indicating that a number of Saudi executives (e.g.. Presidents, Finance 
Managers) placed greaer emphasis on the importance of scientific knowledge and data 
to their managerial decisions. The function of top managers (Presidents of 
corporations etc.) for example, is to make strategic decisions for their organisations. 
These decisions should be based on accurate information and scientific data passed on 
to them from those in the middle levels who are required to deliver such information 
and data for such purposes. This finding suggests that the nature and importance of 
managerial decisions are different from those in their personal lives. The higher 
Theoretical attitudes of these managers may also be due to the following reasons:
A- The rapid expansion in educational sectors in S.A (general education, technical and 
professional education, and higher education,) as well as government scholarships 
provided for Saudi citizens to study abroad. As a result of the government’s 
educational policies, a large number of Saudis have graduated and occupy leading 
positions in both public and business firms.
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B- The great emphasis placed by the Saudi system of labour and workforce on the 
employment of Saudi nationals in top managerial positions through the process of 
“Saudisation” . As a result of such an emphasis, the opportunity was given to 
Saudis to supervise foreign and expatriate workers and expertise, which in turn 
enabled them to acquire various types of experience and knowledge.
Undoubtedly, the above finding reflects the fact that Saudi managers are very 
careful to ensure that they have access to the appropriate knowledge and information 
in both their personal and managerial lives in order to obtain the desired outcomes.
Concerning the Political values , the analytical results (chapter 7) showed that 
in their personal decisions, Saudi managers scored fifth for the Political dimension, 
but a higher regard was noted for the same dimension in the managerial environment, 
where it is fourth. Although the region has witnessed dramatic political and economic 
problems since 1980, Saudi executives showed low Political interests in their personal 
life. This result suggests that Saudis believe that Political matters are the government’s 
business and that all news and reports delivered by the media and press reflect the 
official point of view. Saudi political orientations, however, are expected to increase 
as they receive more and more satellite channels, which reflects the democratic stance 
of the Saudi government in permitting citizens to receive news and reports of domestic 
and international events from different foreign sources.
In general, the results showed that Saudi executives tended to show higher 
Political orientations in their managerial career than in their personal life, which could 
be attributed to the following causes:
A- Managers at top levels are in positions of pwer and are required to represent their 
organisations in negotiations with the external environment (i.e. government, 
suppliers, competitors, customers, etc).
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B- When making their strategic decisions, top managers have to take into account the 
impact of their decisions upon their future within the organisation and on their 
negotiating capabilities (Political orientation) with the external environment (e.g., 
government, suppliers, competitors, stakeholders, etc) (Fritzsche, 1991).
C- In the private sector, managers believe that attaining higher managerial positions 
(high Political value) depends largely upon their success in making efficient 
decisions that are important for their organisations’ success and growth.
The above finding reflects the fact that the business environment in S.A has 
more chances for development and the enhancement of political values than any other 
environment in the Kingdom.
Regarding the Aesthetic values, the analysis revealed that in both their 
personal and managerial lives, Saudi executives scored lowest for their Aesthetic 
values. Although considerable efforts have been exerted by the General Presidency of 
Youth Welfare to develop the artistic aspects and orientations of Saudis, it would 
appear that this weakness could be attributed to the following reasons:
A- The relationship between the Islamic religion and some of the artistic aspects. 
Some artistic works are religiously restricted (i.e., painting pictures which show 
humans and animals). The reason behind this is that Islam holds the belief that 
Allah (God) will ask these people who painted or engraved these figures to make 
them alive, which is beyond human capability and Allah will punish them. Prophet 
Mohammad (peace be upon him) said “Those who make these pictures will be 
punished on the Day of Resurrection, and it will be said to them, ‘Make alive what 
you created. ’ ” (Al-Bukhari, 1994, p 950)
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B- In all educational levels, art classes are not given enough attention by either 
schools or students and are always seen as unimportant or simply peripheral 
courses.
C- Unavailability of Colleges of Fine Arts in S.A.
D- The participation of the private sector in some environmental activities (e.g., 
annual tree week, annual cleaning week, etc) may be seen as a sort of courtesy to 
the government institutions and not for the preservation or the beauty of the 
environment itself.
The very low Aesthetic values of Saudi executives does not mean this value is 
not important to Saudi executives and it is a fact that Islam is not against Aesthetic or 
artistic aspects of individuals. There is much evidence from the Holy Quran and the 
Prophet’s traditions calling for beauty and fineness. Prophet Muhammad (peace be 
upon him) said: “Verily, Allah is beautiful and He likes beauty” (Sahih Muslim, Al­
lman, 131). In this regard, efforts have been exerted to develop and strengthen the 
Aesthetic attitudes of people in S.A. The National Festival for Heritage and Culture 
for example, is held annually at Al Janadriyah in Riyadh by the Presidency of the 
National Guard. This festival includes lectures, exhibitions, and live shows about 
many cultural and artistic aspects of ancient and modern Islamic and Arabian 
civilizations. In addition to this, a study will be conducted on the feasibility of 
establishing an arts academy to carry out the task of developing these aspects in Saudi 
society (Ministry of Planning, Sixth Plan 1995-2000). These efforts are expected to 
have a positive impact in strengthening the Aesthetic orientations of Saudi people.
From these results one can conclude that general value profile of Saudi 
executive can be characterised as being “very concerned with economic outcomes of 
his decisions, and this is reflected in his personal life. In addition, he believes that
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personal success is measured by the amount of outcome generated by his decisions. 
Thus, he is willing to compete using modern, Western knowledge and skills, to 
achieve the desired levels of success and growth for his organisation, which in turn 
means gaining managerial advancement and personal success. While the Saudi 
executive gives high regard to religious and social issues in his personal life, he is 
noted to be more concerned with social problems at work. This finding may reflect the
f
fact that Saudi executives believe that having close relationships and co-operation with 
different parties in and outside their organisations are necessary for making successful 
managerial decisions.
This question concerned the identification and investigation of the overall value 
profiles of the typical Saudi executive in terms of his personal and managerial lives. 
The general profile of the Saudi executive was also assessed. The second part of this 
question will focus on the extent to which the two profiles are similar at the average 
Saudi executive level.
In order to examine how similar are the two profiles at the typical Saudi 
executive level, simple correlation analysis was used. By using simple correlation 
analysis we are able to identify the relationships between values of each profile and 
between values of both profiles. The statistical results did not show any strong 
association between values of personal and managerial value profiles. However, the 
results show the following:
A- Nine significant relationships were noted between values within the personal profile.
These relationships are discussed in the following:
1- Three negative relationships were noted between the Theoretical value and the 
Aesthetic, Social, and Political value dimensions. This finding suggests that the
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Aesthetic or the artistic issues are not important to the Theoretical manager who is 
more concerned with truth and facts when making his personal decisions. This finding 
is also consistent with the Guth and Tagiuri (1965) suggestion that Aesthetic issues are 
not so attractive to the Theoretical person. In addition, this finding suggests that the 
more highly educated a Saudi manager, the less likely he is to show traditional or 
social attitudes in his personal decisions. Furthermore, this finding reflects the 
common belief that the Political man is interested primarily in power, competition, 
and domination where the Theoretical man is intellectual in nature and concerned 
primarily with truth and facts.
Although the social aspects (i.e. relationships and cooperation with subordinates and 
superiors, employment o f Saudi citizens, protection and preservation of the 
environment) are very important in achieving organisational goals, the Saudi executive 
who is influenced by Theoretical attitudes shows little interest in Social orientations 
when making personal decisions. One possible interpretation is that this type of 
manager may believe that social and humanistic matters are the government’s 
responsibility, and that attaining effective and accurate information and knowledge for 
his decisions is the main goal in his personal life, regardless of the impact his 
decisions have on his social relationships.
2- Three negative relationships were found between the Economic value and the 
Aesthetic, Social, and Political value dimensions. This finding is consistent with the 
fact that Saudi managers who are strongly influenced by their Economic values tend to 
make decisions that serve their economic expansion (wealth expansion). In addition, 
this finding suggests that Saudi executives who are motivated by their economic goals, 
tend to show more practical and/or materialistic attitudes when making personal 
decisions and consider other issues as peripheral factors to their decision-making. It
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should be noted that the negative correlation between the Economic dimension and the 
Aesthetic, Social, and Political values means that they are less significant in his 
priorities.
3- The results indicated that the Aesthetic value is negatively correlated with the 
Religious value dimension. This finding is consistent with the previous suggestion that 
some artistic aspects are restricted by the Islamic religion. Thus, the results suggest 
that when making his personal decisions, the Saudi manager who is predominated by 
artistic attitudes might show relatively low Religious attitudes.
4- The analysis also showed that the Political value is negatively related to the 
Social and Religious values. This finding suggests that the Saudi executive who is 
influenced by his political attitudes is likely to show a strong desire to achieve 
personal success in his personal life regardless of the negative social and/or religious 
consequences of his decisions. Moreover, this finding reflects the nature of the 
political man who considers competition and inluence as a major part of his life. Ali 
and Al-Shakis (1991) pointed out that the Saudi manager does not like to be told how 
or where to do the work as long as he can get the task done.
B- Nine significant relationships were found between values within the managerial 
value pattern. These relationships are discussed next:
1- The Theoretical dimension was noted to be negatively correlated with the
Economic, Aesthetic, and Religious dimensions. Although modern knowledge and 
education are important for the achievement of economic goals, the Saudi executive 
who is dominated by the Theoretical values tends to be more concerned with the 
accuracy of knowledge and information over other aspects when making his 
managerial decisions. This finding suggests that the Saudi manager who is influenced
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by his Theoretical attitudes believes that effective managerial decisions depend largely 
on adequate data and pertinent information, despite the low economic or artistic 
outcomes of his decisions.
2- The results also showed that the Economic value was negatively correlated 
with both the Social and Political values. This finding suggests that the Saudi 
executive who gives high priority to the economic outcomes of his managerial 
decisions disregards the usefulness of social relationships in achieving economic goals. 
Although the political man is characterised by a high interest in competence and 
power attitudes, and is willing to take risks, the Saudi economic executive is 
characterized as being highly interested in achieving tangible goals with low 
commitments to market competition. This manager may, for example, be more 
concerned with quantity than quality of his decisions’ outcomes. Hence, it could be 
suggested that the Saudi executive who is dominated by economic motives is always 
dominated by tangible outcomes of his decisions.
3- Two negative associations were noted between the Aesthetic values and both 
the Political and Religious dimensions. This finding would appear lo be consistent 
with the nature of Spranger’s Aesthetic Man. Spranger suggests that the Aesthetic 
man opposes political activity especially when it creates the repression of 
individuality. Moreover, the Aesthetic man according to Spranger is likely to confuse 
beauty with purer religious experiences. Therefore, it could be suggested that the 
Saudi manager who has value orientations that are artistic, will place less importance 
on competence and power values (political) in the business environment. This finding 
is also consistent with the previous suggestion that the more religious a Saudi manager 
is, especially more mature executives (50 years or more), the less he values the
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artistic aspects. The reason for this may also be that some of these artistic aspects are 
banned by the Islamic religion.
4- An unexpected negative correlation was noted between Social values and 
Religious orientations in the managerial profile of the Saudi executive. This finding 
suggests that the Saudi manager who is influenced by his social orientations may not 
show a high interest in Religious values. This finding appears to deviate from the 
characteresrics of the Spranger’s social type who tends to adopt strong Religious 
attitudes. Such managers therefore believe that the emphasis on social responsibilities 
when making managerial decisions is more important to the efficiency of their 
decisions than focusing on the Religious aspects of these decisions. These managers 
for example, may emphasise nipotism over qualifications in selecting new candidates 
for their organisations.
5- Another negative correlation was noted between the Political value and the 
Religious dimension within the managerial profile. This finding suggests that Saudi 
executives who are influenced by the market values, competitive situation, and 
personal promotion are expected to have a relatively low interest in Religious values 
when making managerial decisions.
C- Eighteen significant relationships were found between values from both profiles.
1- The results showed that the Theoretical dimension in the personal profilen was
positively correlated to the same dimension and negatively to the Religious dimension 
in the managerial profile. This finding supports the previous suggestion that the more 
educated a Saudi executive is, the more he is modernised and Westernised and the 
more emphasis he will place to the search for adequate information and data for his 
managerial decisions. This finding is also consistent with a previous suggestion that
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the more Westernised and modernised a Saudi manager is, the relatively lower this 
manager influenced by traditional and Religious attitudes.
2- The analysis revealed that the Economic value in the personal profile was 
positively related to the same dimension and negatively to the Social and Religious 
dimensions in the managerial profile. This finding indicates that managers with high 
Economic orientations in their personal life, tend to place a high emphasis on 
economic outcomes of their managerial decisions, and a low emphasis on both social 
and religious issues at work. This type of manager, for example, may solve a financial 
problem by taking a bank loan with a pre-determined rate of interest. It is well known 
that Islam forbids this sort of conduct and calls it “RZBri” or “usury” . Finally, this 
finding supports the previous suggestion that a Saudi executive with high Economic 
interests is more concerned with materialistic goals (i.e., profit maximisation, 
revenues, higher income, etc) regardless of the effects his decisions have upon his 
Religious beliefs or social relationships. Hence it could be suggested that “the Ends 
Justifies the Means” to this type of manager.
3- The result showed that the Aesthetic value in the personal profile is positively 
correlated with the same value and negatively with the Religious dimension in the 
managerial profile. This finding suggests that the Saudi executive with high Aesthetic 
values in his personal life will also emphasise artistic aspects in the organisational 
environment, while Religious aspects are seen as minor issues to this manager. This 
finding is consistent with a previous suggestion that managers with highly artistic 
orientations are characterised by low emphasis on religious or spiritual issues. When 
making a decision concerning the design of the product, for example, the executive 
with high artistic values can be expected to place a higher emphasis on the modernity, 
fashion and the style of the product than on its Religious aspects.
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4- The results also showed that the Social value in the personal profile is
positively associated to the Social and Religious dimensions and negatively to the
Theoretical and Political dimensions in the managerial profile. This finding suggests
that those executives who have value orientations that are social or traditional in their
personal life tend to have a higher regard for social and religious issues in the work
place, and place lower emphasis on theoretical and political preferences. Moreover,
these managers may believe that successful managerial decisions depend largely on the
social aspects of their decisions. In this respect, Fritzsche (1991) argues that:
“Because economic organisations operate at the pleasure of 
the society, social factors may be quite important to the 
decision-maker. Decisions which are viewed as having a 
positive impact or reception may result in favourable public 
policy, a reduction in unfavourable public policy, a positive 
economic experience, a more favourable pool of employment, 
etc.” (Fritzsche, 1991, p. 847).
This finding is also consistent with Spranger’s suggestion that the Social man is 
selfless and tends to attend very closely to Religious attitudes. The lower emphasis on 
Theoretical and Political values may be attributed to the manager’s belief that 
successful decisions depend more on social relationships than on personal power, 
competivieness, and influence. This finding supports the previous results that the more 
education and knowledge a Saudi manager has the more dominance Western values 
will have on his managerial decisions, and the less influence Religious and traditional 
values will have on such decisions.
5- the Political dimension in the personal profile is positively related to both the 
Theoretical and Political values in the managerial profile, while negative correlations 
were noted between the Political value in the personal profile and both the Economic 
and Aesthetic values in the managerial profile. This finding seems consistent with the
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general belief that competition and success in the business environment depend largely 
upon the application of such knowledge and ideas when making serious managerial 
decisions. Although, in the business environment, managers value their personal 
success by the profit they make, these managers do not give high regard to economic 
gains, but rather to the efficiency of their decisions and the quality of work in general 
regardless of the artistic aspects of such decisions.
6- The results indicated that the Religious dimension of the Saudi executive in his 
personal life was positively related to the same value and negatively to the Theoretical 
and Political orientations in his managerial environment. This manager may believe 
that considering Religious aspects is the most important determinant of successful 
managerial decisions, and that knowledge and competition must comply with his 
Religious beliefs. Hence, avoiding irreligious conduct seems to be the main interest of 
these managers. This finding seems consistent with a previous suggestion that the 
more educated a Saudi manager is the more this manager has been exposed to Western 
business values and methods.
From the previous discussion one can suggest that the general value system of the 
Saudi executive could be decinstructed into three value profiles: personal, managerial, 
and personal and managerial relational profile.
But in order to determine whether this suggestion is acceptable, values within each 
profile were placed into multiple regression models. The main objective of this 
method was to identify the extent to which values within each profile are related, and 
the extent to which these profiles are related. The results revealed the following:
(1) The general value system of the Saudi executive manager could be deconstructed
into the following value profiles:
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(a) Personal: representing the six classes of values in his personal life.
(b) Managerial: representing the six classes of values in the workplace.
(c) The personal-managerial relational profile: representing those values through
which the above two profiles are related.
(2) Both the personal and managerial value profiles of the Saudi executive are 
dissimilar due to the following reasons:
(a) The role of modern knowledge and education, as well as his occupational 
experiences (in the formation of his managerial value profile) and their impact 
on his personal, traditional, and cultural values which have been fonned 
throughout his life.
(b) The importance of organisational culture in influencing the personal value 
system of the Saudi executive. Organisational culture is defined as the beliefs, 
assumptions, and values the organisation passes on to its members to guide 
their actions and behaviours (Schein, 1984). These values and beliefs are 
believed to influence every aspect of an executive’s decision (Akaah and 
Lund, 1994). They influence his thoughts and feelings and provide a guide for 
his behaviour (Fritzche, 1991). Thus, it could be suggested that the 
executive’s managerial value profile is a modified profile of his personal value 
pattern to cope with the internal and external environments of his 
organisation.
(c) The nature of business activity may also influence the managerial value profile 
of managers. In a business environment, for example, financial firms (i.e. 
banks, insurance firms...etc) have value orientations that are economic or 
financial in nature (i.e. profits, revenues, debits...etc), whereas service firms 
(i.e. transportation, hospitals.. .etc) emphasise the values of health and safety.
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(3) When values in each particular profile were explained using values of the other 
profile, the results showed that the personal and managerial value profiles of the 
Saudi executive are interrelated. This interrelationship could be seen through the 
influence of his personal profile on the Religious value (main predictor) in his 
managerial profile. Equations of the managerial value pattern (equations 7-11 
Table 7.22 & equation 20 Table 7.25), therefore, seem more appropriate to 
examine the possibility of classifying the value profiles of Saudi executives in the 
buisness environment.
8.2.5 RESEARCH QUESTION 5:
This question was an attempt to identify the types of value profiles of Saudi 
executives, the developed rank orders of values of each profile, and the main 
characteristics of their managers.
The statistical results (chapter 7) revealed only four values profiles that are 
distinct to Saudi executives: Theoretical, Economic, Social, and Religious. These 
profiles and the main characteristics of their managers will be discussed next.
8.2.5.1 The Managerial Theoretical Profile
The statistical results showed that the Theoretical value in the managerial 
profile was distinctively represented by almost a quarter of the sample subjects 
(53 executives). Thus, it could be suggested that the Theoretical value in the 
managerial value profile represents a distinctive type of managerial profile held by 
Saudi executives. Analysis of the Theoretical value also indicated that managers of the 
Theoretical profile were characterised as more Theoretical and Political and less 
Economic, Aesthetic, Social, and Religious than the less Theoretical managers.
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According to Spranger the Theoretical man is primarily oriented towards the 
discovery of truth, more concerned with the facts, and his interests are characterised 
as intellectual and rational. In addition, the Theoretical man according to Spranger, is 
described as one that divests himself of judgements regarding the beauty or utility of 
objects. In this respect, the Saudi executive of the Theoretical profile was found to be:
1- Similar to Spranger’s Theoretical man in placing the highest emphasis on 
knowledge and science as a means of achieving organisational goals, and in showing 
little interest in the Aesthetic value.
2- Unlike Spranger’s Theoretical man, the Saudi executive of the Theoretical
profile showed higher concerns for Political values.
3- Unlike the typical Saudi executive who showed little interest in Theoretical
values in his managerial profile.
The above results suggest that the Saudi executive of the Theoretical profile 
shows the following attitudes:
a) Higher interest in Political values as an important factor in achieving 
organisational goals. In this respect, he differs from Spranger’s Theoretical Man, 
who gives little regard to power and competitive aspects (Political).
b) In order to achieve organisational goals it is necessary to have sufficient education 
and knowledge (Theoretical) as a means of influencing and dominating the market 
(Political). This type of managers would appear to question the validity of other 
values when making his managerial decisions.
c) More authority and freedom in accomplishing his tasks, as well as the availability 
of accurate information for his decision-making, will obviously play an important 
role in motivating this type of manager.
278
d) Little interest in the Aesthetic values in his managerial conduct. In this respect, he 
is similar to both Spranger’s, and Guth and Tagiuri’s Theoretical Man, who gives 
little concern to Aesthetic aspects in his decisions.
Although managers of the Theoretical profile showed more interest in Political 
values and less in the remaining four values, the rank order of the six classes of values 
within this profile indicates that Political values scored third where Economic values 
ranked second highest. Analysis of the Theoretical profile determined also that Social, 
Religious and Aesthetic values scored fourth, fifth, and sixth respectively.
8.2.5.2 The Managerial Economic Profile
The statistical results (chapter 7) indicated that the Economic value in the 
managerial profile was significantly represented by almost a quarter of the sample (52 
managers), indicating that the Economic dimension represents a significant type of 
managerial pattern held by Saudi executives. Further analysis of the Economic value 
showed that managers of the Economic profile (more Economic group) were characterised 
as more Aesthetic and less Theoretical, Social, Political, and Religious than the less 
Economic managers.
According to Spranger, the Economic man is described as practical, and his 
chief aim in life is financial in nature. Hence, the main objectives of the Saudi 
executive with the Economic profile will be profit maximisation and organizational 
growth. Analysis of the Economic value profile revealed the following:
Although those Saudi executives are similar to Spranger’s Economic Man, who 
was described by Spranger as giving the highest regard to economic goals, and little 
regard to the Theoretical, Social, Political, and Religious values, they are also unlike 
Spranger’s Economic man, whose value of utility conflicts with the Aesthetic value.
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except when art serves commercial ends, and unlike the typical Saudi executives who 
showed a low emphasis on Aesthetic values.
The above results suggest that the Saudi executive of the Economic profile is 
similar to Spranger’s Economic type who is described by Spranger as the one that 
gives little interest to Theoretical values. The Economic man according to Spranger 
wants education to be practical, and regards unapplied knowledge as waste. In terms 
of Social and Political values, the Saudi executive of the Economic profile was found 
to match Spranger’s Economic type. The Economic man according to Spranger is 
more likely to be interested in surpassing people in wealth than in dominating them 
(Political attitude) or in providing them with a service (Social attitude). Although the 
Saudi managers of the Economic profile showed a low emphasis on Religious values, 
it does not mean those were of no value to these managers. It is recognised, however, 
that all Saudis believe in Allah (God) in every single aspect of their life as the creator, 
controller and provider of guidance in every field of their activities and not only the 
giver of gifts, of wealth, prosperity, and other tangible blessings. Managerial life 
priorities differ, however, from one executive to another, and with the same executive 
from one time to another.
The above discussion suggests that in his managerial life, the Saudi executive 
of the Economic profile is expected to place highest emphasis on profit maximisation, 
organisational efficiency and growth, but to achieve such goals, he believes that:
(a) Modernity and artistic aspects are important determinants to effective managerial 
decisions.
(b) The higher profit maximisation he achieves the more confident he seems about 
himself and his future career advancement.
2 8 0
(c) An effective motivational system should be a financially based system. Since 
executives of this profile are economically oriented, the financial reward system is 
the most adequate tool for motivation.
Although managers of the Economic profile gave higher regard to Aesthetic 
values and less regard to the remaining four values, the rank order of the six values 
within this type of profiles indicates that Aesthetic values scored lowest in the 
preferences of the managers of the Economic profile. Analysis reveals that Social, 
Religious, Political, and Theoretical values scored second, third, fourth, and fifth 
respectively.
8.2.5.3 The Managerial Social Profile
The third distinctive managerial profile held by Saudi executives is the Social 
profile. Since social issues receive the highest attention by managers of this profile, 
their main objective is to maintain their social relationships with others as a means of 
achieving their goals. But, according to Spranger, the Social man is likely to find the 
Theoretical, Economic, and Aesthetic attitudes cold and inhuman. Analysis of the 
Social value indicated that managers of the Social profile were characterised as more 
Aesthetic and less Theoretical, Economic, Political, and Religious than the less Social 
managers. Analysis of the Social profile of Saudi executives revealed the following 
results:
Although these executives share some aspects of Spranger’s Social Type, who 
gives highest priority to Social issues, and because they possibly consider 
Theoretical and Economic values as cold and inhuman, they also differ from 
Spranger’s Social type who is likely to consider Aesthetic values cold and inhuman. 
From the above results we can suggest that in his managerial life, the Saudi 
manager of the Social profile will show the following attitudes:
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(a) A high emphasis on artistic aspects, along with personal relations as a means of 
achieving a reasonable level of form and harmony in his decisions.
(b) He will be motivated mainly by a socially based motivation system, through 
which he is able to create close interpersonal relationships with others.
(c) Each of the Theoretical, Economic, Political, and Religious values are considered 
as low priorities to the Social manager who gives such values little regard when 
making his managerial decisions.
Although analysis of the Social profile indicted that managers of this profile 
are more Aesthetic and less oriented toward the remaining four values, the rank order of 
the six values within the Social value profile indicates that the Aesthetic values ranked 
lowest among other values. Analysis of the Social profile indicates that the Economic, 
Theoretical, Political and Religious values scored second, third, fourth, and fifth 
respectively.
8.2.5.4 The Managerial Religious Profile
The fourth distinctive value dimension that is significantly represented by 
Saudi executives is the religious value dimension. Managers of this profile place their 
highest concerns on Religious issues, and disregard those aspects that conflict with 
their religious beliefs. Analysis of the Religious value indicates that managers of the 
Religious profile (more religious group) are noted to be more oriented towards the 
Political values and less towards Theoretical, Economic, Aesthetic, and Social values. 
The finding therefore suggests that the Saudi manager of the Religious value profile 
will show the following attitudes:
1- When making managerial decisions, he is expected to show a high interest in 
competitive aspects and as a means of creating effective decisions.
2- His managerial practices can be expected to match his religious beliefs.
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3- He will measure his personal success or self-esteem by maintaining his religious 
beliefs in his managerial actions.
Although managers of the Religious profile showed more interest in Political 
values and less in the remaining four values, the rank order of the six values within 
this type of managerial value profile indicates that the Political values scored third, 
where Economic values ranked second highest. The analysis also showed that Social, 
Theoretical, and Aesthetic values scored fourth, fifth and sixth respectively within the 
Religious value profile.
As mentioned previously, the main purpose of this question was to discuss the 
results obtained in chapter 7, concerning the classification of the managerial value 
profiles that are distinct to Saudi executives in the business environment.
The discussion revealed that Saudi executives represent four value profiles 
with variant rank orders of the six values: Theoretical, Economic, Social, and 
Religious. The variation of the six values within each profile is a prerequisite for the 
success of business and society according to Klukhohn and Strodtbeck (1961). Such 
variation will also result in different characteristics of individuals for each value 
profile. Consequently, such characteristics are expected to show a dissimilarity in 
managers’ priorities and needs, managerial attitudes, and perceptions of organisational 
problems and goals, and they can thus be expected to show various types of behaviours 
when making their decisions as well as varying levels of managerial performance and 
organisational efficiency. It is important for Saudi organisation, therefore, to choose 
managers with relevant value profiles from the four that have been identified in this 
study that best fit the goals and strategies of the organisation and place them in an 
appropriate environment in order to maximise the benefit from those individual’s skills 
and experience.
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So far the findings of the five questions have been discussed in detail. It should 
be noted that these findings are expected to add a significant contribution to the 
existing knowledge about the study of values in general, and to Saudi managers’ value 
systems in particular. These contributions, as well as the implications of this study to 
the development of managerial practices in KSA will be presented in the next chapter.
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CHAPTER NINE 
SUMMARY AND CONCLUSIONS
9.1 INTRODUCTION
This chapter is concerned with the following objectives: to summarise the 
results and findings of the study, to formulate the contributions and implications that 
could be deduced from these results, to indicate the problems and limitations of the 
study, and to provide some suggestions for future research in this area.
It was mentioned earlier that this study aimed to achieve several objectives: to 
identfy the primary responses of Saudi executives to the six classes of values in both 
their personal and managerial lives; to investigate the relationship of different personal 
and organisational variables to the personal and managerial values of Saudi 
executives, and to identify the overall value profiles of Saudi executives as a group in 
terms of their personal and managerial lives. Furthermore, this study aimed to identify 
and analyse the value profiles that are distinct to Saudi executives.
It is hoped that this study will add to a broader understanding of Saudi 
managers’ value systems and the influence of these systems on the development of 
managerial practices in Saudi Arabia.
9.2 SUMMARY OF THE FINDINGS
The results and findings of this study are summarised as follows:
1- Overall, and as groups, Saudi executives across the six personal and 
organisational characteristics display a similar personal value profile and a similar 
managerial value profile (except the group of top level managers). Despite such
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similarity, significant differences were noted in both profiles within each 
individual group of the personal and organisational variables.
2- The results indicate that top level managers have lower Economic values than 
middle level managers. This could be interpreted as a paradox, thus requiring 
further investigation which is beyond the scope of this study. However, a simple 
explanation could be that those managers have a mush wider responsibility within 
an Islamic setting.
3- Results revealed that managers of listed organisations (joint stock) were higher in 
their Economic values in both their personal and managerial lives than those who 
are running their own companies. This indicates that these individuals are basing 
their managerial decisions on market values which emphasise maximisation of 
profit to ensure their own positive career prospects and to the benefit of 
stockholders.
4- Although the results showed that the personal and organisational factors have 
influence on some values in both value profiles, the findings suggested that among 
the six personal and organisational variables, the variable MANAGER'S' p o s it io n  ^
is the most significant factor that influences values in both value profiles.
5- Average Saudi executives responded to the six classes of values in both personal 
and managerial profiles differently. The results revealed that although they scored 
highest on the Economic values and lowest on the Aesthetic values in both 
profiles, Saudi executives displayed different responses to the remaining four 
values in both profiles.
6- Although Saudi executives showed dissimilar personal and managerial value 
profiles, these profiles did relate.
287
7- The value system of the individual Saudi executive is deconstructed into the 
following profiles:
- Personal value profile (representing the six values in his personal life)
- Managerial value profile (representing the six values in his managerial life)
- Personal-managerial relational profile (representing those values through which the
two profiles are related).
8- There are four reasons behind the selection of the managerial value pattern in the 
analysis to identify the types of those profiles that are significantly held by Saudi 
executives:
(a) Managers are the main focus of this research. Hence, their values at work are 
expected to be more appropriate in measuring such representation.
(b) Both profiles (personal and managerial) are related through eighteen 
significant correlations.
(c) Both profiles are interrelated through the impact of the personal profile on the 
main dimension (religious) in the managerial value profile.
(d) In addition to the above reasons, the role of the personal (i.e., personality, 
perceptions, education, etc) and professional characteristics (i.e., experience, 
nature of business activity, etc) in the formation and modification of the 
managerial value pattern, validate the use of managerial values in the analysis 
to identify the distinctive value profiles of Saudi executives of values in order 
to achieve the objectives of this study.
9- statistical analysis revealed only that only four managerial value profiles are 
considered distinct to Saudi executives: Theoretical, Economic, Social, and 
Religious value profiles. Hence, managers of these profiles are expected to 
show different perceptions, attitudes, and performance, etc.
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The above findings and suggestions could be used as a key concept to be 
studied for further research in improving managerial practices and performance within 
business firms in KSA.
9.3 CONTRIBUTIONS AND IMPLICATIONS OF THE STUDY
It is hoped that this study will provide a basis for the development of ideas and 
suggestions on managerial practices in Saudi Arabia, at both the organisational and 
managerial levels. A wide variety of practical and theoretical implications can be 
drawn from the results and findings of this research.
In the first place, the results and findings should attract managerial policy 
makers and organisational researchers in KSA. The results can also be placed in 
comparative studies by practitioners and researchers from other countries. 
Furthermore, this study could be slightly modified and applied to other managers in 
the public sector whose perceptions, attitudes, and actions are expected to be similar 
to those managers in private organisations. The following sections will highlight those 
issues within the managerial environment in KSA where the practical contribution and 
implications of this study are most appropriate.
9.3.1 On the Research Level
Apart from the valuable findings and suggestions of this research, this study is 
also the first attempt to classify the value profiles of Saudi executives and is in itself a 
contribution to managerial research in general, and to managerial research in KSA in 
particular. As a result of the modifications added to Allport’s instrument, and the 
development of the third part of the questionnaire (the managerial value instrument), 
the research has developed a more appropriate method of value measurement for 
research in KSA. The study has made use of all suitable information and data gathered
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from the questionnaires, as well as effective statistical techniques. The use of 
nonprobability-probability sampling technique, as well as the selection of the frame 
from which the sample was drawn, has proved significant in the collection of suitable 
and reliable data for this research. The entire practical apparatus, in fact, will prove 
effective for studies of managerial problems in Arab countries in general, and in 
subsequent research in KSA in particular. In this respect, the findings of this study 
have potentially important implications for researchers:
1- Findings of this study will offer help to those interested in this field of research, if 
used effectively, these findings will provide a useful tool for a better 
understanding and explanation of managerial behaviour.
2- The findings of this study can also be used in a study observing any subsequent 
changes on the value profiles of top managers, as well as the causes of such 
changes.
3- Researchers can place these results in cross-cultural studies to identify similarities 
and differences in the value systems of managers from different cultures.
4- Organisational researchers in developing countries should be careful of using 
Western instruments without making necessary modifications to match the culture 
of their societies.
9.3.2 On the Government Level
Comprehensive development has been the main focus of the Saudi State for 
decades. Plans and strategies have been drawn up to achieve this objective. It should 
be noted, however, that the success of public and private enterprises in carrying out 
their responsibilities of such an objective depends largely on the availability of 
qualified managers. Since Saudi managers in both public and business sectors practise 
fundamental and daily managerial functions, their decisions will influence the
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achievement of development plans, which in turn will be reflected in people’s lives 
within the Kingdom. In this respect, the findings of this study have several 
implications for the government in order for it to carry out its responsibility for the 
development of capable managers, as follows:
1- The government’s development plans should include strategies for training 
executive managers in both the public and business sectors, and for allocating the 
necessary funds to carry these out at State level.
2“ The public educational institutes (i.e., Institute of Public Administration, 
universities, business schools...etc) should pay greater attention to the subject of 
“values” as an important component of the process of decision making. This 
attention could be reflected in designing training programmes for managers by the 
Institute of Public Administration. The main aims of such programmes could be 
as follows: a) to identify the personal and managerial value patterns of the 
trainees; b) to convince managers that differences in their value profiles are 
normal, as their personal and organisational backgrounds differ; and c) to help 
managers modify their value patterns to match the cultural environments of their 
organisations.
3- The Saudi chambers of commerce can also help organisations to overcome 
problems related to individual differences.
9.3.3 On the Organisations Level
The findings of the present study appear to have several important implications 
for organisations. Although the overall results showed that the groups of managers of 
the six personal and organisational variables displayed a similar personal value pattern 
and a similar managerial value pattern, significant differences were noted in both 
value patterns within each individual group of the six variables. Thus, organisations
29 1
should concentrate on the impact of the conflicting value profiles of their members 
upon the efficiency of the organisation. If for example two managers both have high a 
orientation toward economic goals, one may value the quality of the product or the 
service and competent attitudes (political) to be more important in achieving the goals, 
while the other may view modern education and Western knowledge (theoretical) to 
be more important. Organisations may also suffer conflict between values of 
individual managers and those of the organisation itself. In this respect, the findings of 
this study have potential implications for organisations in solving problems relating to 
conflicting values:
1- Organisations public or private should recognise the importance of “values” in 
effective decision-making, should adopt training programmes and organise 
management conferences to clarify their importance. This will help managers 
identify and modify their value systems to be in line with those of their 
organisations.
2- Organisations should identify the value patterns of new candidates and select 
members displaying the relevant value patterns that will match those of the 
organisation, and provide appropriate conditions that may help them implement 
their experience and skills effectively.
3- Such identification will also help organisations in guiding their members’ actions 
with respect to their policies and goals, and avoiding conflicts between the value 
profiles of managers and their subordinates, and between the employee’s values 
and those of the organisation.
4- It is possible for each organisation to design training programmes to establish 
acceptable levels of congruence between the value profiles of its members and to 
train its members to work effectively with members of differing value profiles.
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5- Organisations should update their managers with any changes in the internal and 
external conditions that can influence the organisational goals and policies, and 
provide their managers with the best ways and means of modifying their value 
profiles to cope with the new changes.
6- Findings of this study will add to the knowledge of Saudi executives’ value 
profiles and the characteristics of managers of these profiles. Such knowledge will 
provide organisations with a powerful tool for promoting specific decision-making 
behaviour in business practices.
Public and private organisations should create a working environment that 
takes into consideration the cultural, traditional, political and religious aspects of 
society as important factors in shaping individuals’ value systems. This environment 
will enable the company members to contribute effectively in achieving the 
organisation’s goals and objectives.
9.3.4 On the Managers’ Level
The findings from this study also have potentially significant implications for 
managers. Managers should recognise the influence of value profiles on their 
decisions and on managerial efficiency in general. Incongruent value profiles may 
result in disagreements in many organisational problems, which can result in an 
unstable managerial conditions. Thus, management should realise its role in 
developing and maintaining an effective and well-united workforce in order to attain 
its organisational goals. Several useful implications of this study for managers are 
presented as follows:
1- Although this study did not focus on value-behaviour relationships, there appear 
to be different value profiles that could help predict specific decision-making 
behaviour in various types of decision dilemmas. The Religious manager, for
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example, also showed a higher interest in Political values. Thus, this manager can 
be expected to show a mixture of pragmatic and moral managerial behaviour 
when making his decisions. It could be suggested, therefore, that the Religious 
manager would prove useful in representing his organisation to the outside world 
and competent in solving problems related to the competition. As a result, 
findings of this study might be helpful in placement decisions.
2- Based on the suitability of the candidates’ value profiles, this study will provide 
managers with useful information for selecting new recruits, as well as insight for 
internal promotions and lateral transfers.
3- Managers should adjust Western managerial styles to match the nature of their 
organisation’s activities, values, and cultural environment.
4- Managers should update their database with any changes in the value patterns of 
their subordinates, and its influence upon the achievement of the organisational 
goals and strategies. Thus, it will be possible to create training programmes to 
modify the value patterns of employees in order to meet the organisational goals.
The usefulness of the above suggestions, however, depends largely on the 
managers’ success in finding suitable answers to the following key questions:
(a) What are our subordinates’ and our own value profiles?
(b) Are our profiles and our subordinates’ value profiles congruent?
(c) Are these profiles in line with the organisation’s values and goals?
(d) Which of these profiles are more important, less important or in conflict with 
those of the organisation?
(e) Is there a consensus among managers on the appropriate value profile?
(f) Do our profiles of values suit the demands of the internal and external 
environments?
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(g) Are our profiles in line with the value profiles of those who constitute the 
organisation?
(h) Do we recognise and emphasise the importance of these profiles in our 
fundamental and day-to-day managerial practices?
(i) Are we interested in changing or modifying our own and our employees’ 
value profiles? And if so, how?
By answering the key questions above, managers will be able to maintain 
progressive improvements in the performance of their employees and consequently 
attain the organisational objectives more effectively.
Practical achievement of the suggestions above will offer a potentially 
powerful means for understanding the importance of managers’ values to the 
following critical issues:
1) effective achievement of goals and strategies,
2) maintaining effective decision-making processes,
3) enhancement of the managerial functions (i.e. communication, leadership, etc),
4) the assessment of the motivation and the reward systems within the organisation,
5) the possibility of raising the level of a desired managerial behaviour (i.e., moral 
or ethical, pragmatic, social, religious, etc) within the organisation.
9.4 PROBLEMS AND LIMITATIONS OF THE STUDY
Despite the significant results obtained through this study, several limitations
of this work should be kept in mind. These limitations were mentioned in chapter 5. 
The following presentation will provide more information and detail on these 
limitations.
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The use of the questionnaire as a tool for collecting data for research purposes 
is a limitation in itself because it reflects the subjects’ perceptions and attitudes at a 
certain point of time. The relatively large number of executives (600), however, who 
are hundreds of Kilometres apart, makes the use of the questionnaire a more 
convenient method for this study.
Since the data were collected from a sample of executive managers, it is not 
known whether non-executives would respond in the same manner. Thus, the results 
of the study cannot be generalised to other types of managers without further 
investigation.
Women were not included in this study because of their limited role in private 
organisations. The participation of women in public as well as private organisations, 
however, is expected to increase and consequently they will have an impact on 
development plans in the future. The increasing participation of women is also 
expected to stimulate researchers to focus on women managers to find out what their 
values are. Income was not included as one of the independent variables of this study 
as all subjects are executives and can be expected to receive a roughly similar monthly 
income.
The results of this thesis were not placed in a comparison setting to find out the 
similarities and differences between the value profiles of Saudi executives and those of 
executives in other parts of the world. This was due to the following reasons: First, 
most of the studies that utilised Allport’s instrument to study the value systems of 
managers and/or business students were conducted more than a decade ago and 
several studies suggest that value systems are changing because political, social and 
economic conditions are changing worldwide (Rawwas et al., 1998; Ali and Al- 
Shakhis, 1991; Ingelhart, 1985). Second, those managers studied represented most
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managerial levels, whereas the sample used in this study was restricted to executive 
managers. Third, women were included in those studies but excluded from this study. 
It is hoped that the results of this study will stimulate researchers interested in this 
field of study to continue the research.
9.5 SUGGESTIONS FOR FURTHER STUDIES
The concentration on values while studying Saudi managers offers a new trend 
for study that holds great hopes. The results of this study support the general belief 
that managers’ value profiles are important, since values affect managers in how they 
perceive themselves, their work, other people, and the company in general. Despite 
the fact that Saudi Arabia plays an important role in the world economy, little serious 
research has been conducted on Saudi managers in the private sectors. The results of 
this study revealed that Saudi executives only represented four types of value profiles 
in their managerial environment. Managers of each type of the four profiles can be 
expected to show varying perceptions and behaviours when solving organisational 
problems. Although Saudi executives showed a degree of unwillingness to respond, 
the methodology used in this study proved significant in collecting reliable and 
suitable data.
The Saudi manager should realise the influence of his value profile upon the 
decision-making process and that achieving the desired outcome depends largely on 
the systems of values of the decision-maker. He should also recognise the importance 
of the congruence between his value profile and his superiors’ and/or subordinates’ 
profiles in achieving such outcomes. In this respect, management could play an 
essential role in creating the appropriate environment in which employees can satisfy 
their needs and achieve high levels of efficiency. Management’s success in this task is
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vital in avoiding future disagreements over many managerial and organisational 
problems.
Finally, the value profiles of Saudi executives and managers are expected to 
have a profound effect in shaping the future of Saudi organisations in the next century. 
The results of this study provide enormous opportunities for researchers interested in 
this field of study. The following are suggestions that could be the basis for further 
investigation on this topic.
The value profiles of managers in the public and private sectors.
The value profiles of Saudi male and female managers in the private sector. 
The value profiles of Saudi and Western managers: A comparative study. 
Value profiles and effective managerial behaviour.
Value profiles and effective managerial functions.
Value profiles and organisational problems and solutions.
Value profiles and relevant motivational and reward systems.
Value profiles and organisational growth.
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Appendix A: A Letter from the Researcher to the Manager 
at the Highest Level
GOD^S PEACE AND M ERCY BE WITH YOU
Dear general manager
This questionnaire has been designed to study one part of the Saudi managers’ 
personality. I would be grateful if this questionnaire could be completed by one of the 
executives in your company. Executives are defined as:
1- Those in the highest position in the organisation such as: General Manager or 
President of the firm.
2- Those of middle level positions in the organisation such as: Vice General 
Manager, Deputy Vice President, branch’s General Manager and Head of 
Division.
YOUR CO-OPERATION WILL BE MUCH APPRECIATED.
Researcher
Abdullatif S AL-Naeem
Imam Mohammed Ben Saud University
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Appendix B: A letter from the Chairman of the Council of 
Saudi Chambers of Commerce and Industry 
to Saudi Managers
Ref: XL A A ^  ff ^ ^  c—
Da te : ^  ... .-.r... \ .a ...
a a
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* xlll
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Appendix C: A letter from Vice President of Imam 
University to Saudi Managers
KINGDOM OF SAUDI ARABIA
Ministry o f  Higher Education
Al-Imam Muhammad Ibn Saud 
Islamic University p la ii
SjU)
lAXJ Uf ... 4i)f |OÜ^ lyJ(
( A..<a-x.a A-xjüLç.. ^ ^ j - u i l a  ùa.1 j»AxA)t (jJ *_a.i)aU1 JUC- j  jjJaLa-xill jj! Clua.
( j l j - i c - j  (Ji—4C-Vl ( 0 I À ç k j j J  A.rrv,<> AaLuxil ULa. ^
. ( AlLiC. Âijil jJl ~ Ç.1 jJXaII ) 4jlHjoij
i g > jjLli ( j j  1—ÏÏÜ ^  <:.LuaiLuiVI ^  jjv(J AIjxjü l i l
. uÉlj ( J ^
a^oL ^I
s^ohül L iL dl Jj UuIja U
UU <Ulry}^  4i)f 'ÂjùS-y^ J
302
Appendix D: The Questionnaire Cover Letter
Date
Address
Tel:
Dear Sir,
GOD^S PEACE AND M ERCY BE W ITH YOU
The increasing responsibility of today’s managers to achieve their 
organisational goals effectively has motivated researchers and academics to study 
those factors affecting such effectiveness. The central focus of their studies has been 
on the personnel behaviour in the organisations and the factors which influence this 
behaviour. According to several studies and projects, values have been found to be 
one of the most important factors that have much influence on individual’s behaviour 
in the workplace. Most of those studies have resulted in the following:
-Values have a significant impact on the decision-making process and they are vital in 
a person’s evaluation among alternatives.
-Values are very important to the determination of organisational goals.
-Values have a significant impact on the leadership style and they are very important 
in determining those of leading positions.
-Values are very important in designing employment tests and policies.
Based on these results this study is trying to learn more about the nature of Saudi 
managers value systems and to classify Saudi managers based on their value systems. 
If this study is successful, many managerial problems could be solved.
It is our belief that the best source of valuable and reliable information concerning this 
matter are managers of the most successful companies in S.A. And since your 
company is one of the top 1000 companies, according to the 1996 Directory of Top 
1000 Saudi companies which was published by International Information & Trading 
Services C o., you have been selected to provide the information needed for this study.
You will find enclosed with this letter the questionnaire designed to collect data on 
personal and managerial values of managers in S.A. Your co-operation is significant 
to the success of this study and we are confident of your assistance in reaching this 
goal.
Although this questionnaire is not designed to discover names or to ask about sensitive 
matters, all information provided will be treated confidentially and will not be used 
for any other purpose except that of scientific researches. Finally, we offer to provide 
you with a copy of the findings of this research if you so like. Thank you very much 
for co-operation in this important study.
Abdullatif Alnaeem Prof. Mo Malek
Researcher Professor of Management
Imam University University of St. Andrews
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Appendix  E: The  Quest ionnaire  (English & Arabic)
College of Sharea’a Department of Management
Imam University University of St Andrews
Department of Management
SURVEY OF PERSONAL AND MANAGERIAL VALUES 
OF SAUDI EXECUTIVE MANAGERS 
T E ST IN Sm U C T iO N S
It is not abso lu tely  necessary  to  g iv e  verbal instructions to  the p ersons taking the test. 
B ut, it is w e ll to  g iv e  a specia l caution  regarding o n e  feature o f  part I, o n e  feature o f  part II, 
and o n e  feature o f  part III
In part I it should  be n o ted  that the h igh est p referen ce d o e s  not a lw ays com e first in the  
ser ies o f  to w  item s. W h en ever  a lternative (b ) is preferred, th e  higher sco re  w ill appear seco n d  
in the series o f  to w  b o xes.
In part II it is w ell to  point ou t that the first c h o ice s  (h ighest v a lu e  ju d gem en t) should  be  
g iv en  a sco re  o f  4, the lo w e st  a sco re  o f  1
In part III it sh ould  be noted  that su bjects record  their preferen ces num erically by the  
sid e  o f  each  alternative answ er.
A b d u lla tif A lnaeem  
Im am  U n iversity
C o lleg e  o f  S harea’a and Islam ic S c ien ce
P .O  B o x  1730
A l-A H S A  3 1 9 8 2
T elep h o n e  and Fax (0 3 )  5 8 2 2 4 1 4
3 0 4
PART I
D IR E C T IO N S : A  num ber o f  controversia l sta tem en ts or q u estio n s w ith  tw o  alternative  
a n sw ers are g iven  b e lo w . Indicate your personal preferen ces by w riting appropriate figures in 
hte b o x e s  to  the right o f  each  question . S o m e o f  the alternatives, m ay appeal equally attractive  
or unattractive to  you . N ev erth e less , p lease  a ttem pt to  c h o o se  the a lternative that is relatively  
m ore accep tab le  to  you . F or each  question  y o u  have three p o in ts that y o u  m ay distribute in any  
o f  the fo llo w in g  com binations.
1. I f  yo u  agree  w ith  alternative (a) and d isagree  w ith
(b), w rite  3 in the first box  and 0 in the seco n d  
box , thus
2. I f  yo u  agree  w ith  (b); d isagree w ith  (a), w rite
3. I f  y o u  have a slight preference for (a ) o v er  (b),
w rite
4. I f  y o u  have a slight preference for (b ) o ver  (a),
w rite
! a
D o  not w rite  any com bination  o f  num bers ex cep t o n e  o f  th ese  four. T here is no tim e lim it, but 
d o  not linger o ver  any o n e  qu estion  or statem ent, and do  not lea v e  ou t any q u estion s u n less you  
find it really im p ossib le  to  m ake a decision .
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1. T he m ain object o f  sc ien tific  research should  be the  
disco v ery  o f  truth rather than its practical application , (a) 
Y es; (b ) N o . □  Û
2. T aking the Q uran as a w h o le , o n e  sh ould  regard it from  the  
point o f  v iew  o f  its beautiful m y th o lo g y  and literary style  
rather than as a spiritual revelation , (a ) Y es; (b ) N o .
3. W hich o f  the fo llo w in g  m en do  yo u  think sh ould  be jud ged  
as contributing m ore to  the progress o f  m ankind? (a) 
A risto tle , (b ) Abraham  Lincoln ,
4. A ssum in g  that y o u  have su fficien t ability, w o u ld  y o u  prefer 
to  be a (a) banker; (b ) a politician?
5. D o  you  think it is justifiab le  for great artists, such as 
(painters or m usicians) to  be selfish  and negligen t o f  the  
fee lin g s o f  others? (A ) Y e s , (b ) N o .
6. W hich o f  the fo llo w in g  branches o f  study do  yo u  exp ect  
ultim ately, w ill p ro v e  m ore im portant for m ankind? (A )  
M athem atics, (b ) T h eo lo g y .
7. W hich w o u ld  yo u  con sid er  the m ore im portant function  o f  
m odern leaders'’ (A ) to  bring about the accom p lish m en t o f  
practical goals; (b ) to  en co u rage  fo llo w ers  to  take a greater  
interest in the rights o f  others.
8. W hen w itn ess in g  a g o r g e o u s  cerem o n y  (ecc lesia stica l or 
academ ic, ind uction  into  o ffice , e tc .) , are y o u  m ore  
im pressed: (a) by the co lo u r  and pageantry o f  the o cca s io n  
itself; (b) by the in fluence and strength o f  the group'’
□ □
□ □
□ □
□  □
□ □
I  I
□  □
□  , □
R X
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9. W hich o f  these  character traits do  you  con sid er  the m ore  
desirable'’ (a) high ideals and reveren ce, (b) u n selfish ness and 
sym pathy. □  □
10. I f  y o u  w ere  a un iversity  p ro fesso r  and had the necessary  
ability, w ou ld  you  prefer to  teach: (a ) poetry; (b) chem istry  
and physics'’
11. I f  you  should  see  the fo llo w in g  n ew s item s w ith  headlines  
o f  equal s ize  in your m orning paper, w h ich  w o u ld  yo u  read 
m ore attentively? (a) M U S L IM  L E A D E R S  T O  C O N S U L T  
O N  R E C O N C IL -L IA T IO N , (b) G R E A T  IM P R O V E M E N T S  
IN  M A R K E T  C O N D IT IO N S
12. U nder c ircu m stan ces sim ilar to  qu estion  11? (a) 
S U P R E M E  C O U R T  R E N D E R S  D E C IS IO N S , (b ) N E W  
SC IE N T IF IC  T H E O R Y  A N N O U N C E D
13. W hen you  visit a m o sq u e  are y o u  m ore im pressed by a 
pervading sen se  o f  reveren ce  and w orsh ip  than by the  
architectural features and artistic calligraphy? (a) Y e s , (b) N o .
14. A ssu m in g  that yo u  have su fficien t leisure tim e, w o u ld  you  
prefer to  u se  it, (a) d ev e lo p in g  you r  m astery o f  a favourite  
skill; (b ) do in g  vo lun teer so c ia l or public serv ice  w ork?
15. A t an ex p o sition , do  y o u  ch iefly  like to  g o  to  the build ings 
w h ere yo u  can see; (a ) n ew  m anufactured products; (b) 
scien tific  (e .g . chem ical) apparatus?
□
□
□
□
□  □
□
□
□
□
□  □
16. I f  y o u  had the opp ortu n ity , and i f  noth ing o f  the kind 
ex isted  in the com m unity  w h ere  y o u  live , w o u ld  y o u  prefer to  
foun d, (a) a debating so c ie ty  or  forum ; (b ) arts exhibition? □  □
R I:#::!! ■X .■ %. z
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17. T he aim o f  the m o sq u e s  at the present tim e sh ou ld  be (a)  
to  bring out altruistic charitable tend en cies, (b ) to  en cou rage  
spiritual w orsh ip  and a sen se  o f  com m union  w ith  the highest.
18. I f  y o u  had so m e  tim e to  spend in a w aiting  room  and 
there w ere  on ly  tw o  m a gazin es to  c h o o se  from , w o u ld  you  
prefer, (a ) SC IE N T IF IC  A G E ; (b) A R T S  A N D  
D E C O R A T IO N S ^
19. W ould  y o u  prefer to  here a series o f  lectures on; (a ) the  
com parative m erits o f  the form s o f  govern m en t in Britain and 
the U n ited  States; (b ) the com parative  develop m en t o f  the  
great relig iou s faiths?
20 . W hich o f  the fo llo w in g  w o u ld  y o u  con sid er  the m ore  
im portant fun ction  o f  education?  (a) its preparation for  
practical ach ievem en t and financial rew ard, (b) its preparation  
and aiding for participation in com m unity  activ ities and aiding  
less fortunate persons.
21 . A re y o u  m ore in terested  in reading a ccou n ts o f  the lives  
and w o rk s o f  m en su ch  as (a ) O m er Ibn A l-K hattab, and 
Khalid Ibn A l-W aleed  (b ) Ibn S een a ’ a, and Ibn H ayyan?
22 . A re our m odern  industrial and scien tific  d evelop m en t  
signs o f  a greater d eg ree  o f  c iv ilisa tion  than th o se  attained by 
p reviou s so c ie ty , the G reek s, for  exam ple? (a) Y es; (b ) N o .
23. I f  yo u  w ere  en g a g ed  in an industrial organisation  (and  
assum ing salaries, to  be equal) w o u ld  you  prefer to  w ork  (a) 
as a co u n se lo r  for em p lo y ees; (b ) in an adm inistrative  
p o sitio n ‘d
□ □
□  □
□  □
□  □
□  □
I i
□ □
□  □
R ; S? 1 X Y  ^ Z
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24 . G iven  your c h o ice  b e tw een  tw o  b o o k s to  read, are you  
m ore likely to  select; (a ) T H E  S T O R Y  O F R E L IG IO N  IN  
S.A . ; (b ) T H E  S T O R Y  O F IN D U S T R Y  IN  S .A  .
25 . W ould  m odern so c ie ty  benefit m ore from; (a) m ore  
con cern  for the rights and w elfare  o f  c itizen s, (b) greater  
k n o w led g e  o f  the fundam ental law s o f  hum an behaviour.
26 . S u p p o se  you  w ere  in a p o sition  to  help raise standards o f  
living, or to  m ould  public op in ion . W ould  you  prefer to  
influence: (a) standards o f  liv ing, (b ) public opin ion?
27 . W ou ld  y o u  prefer to  hear a ser ies o f  popular lectures on  
(a ) the p rogress o f  so c ia l serv ice  w o rk  in your part o f  the  
country; (b ) contem p orary  painters?
2 8 . All the ev id en ce  that has been  im partially accum ulated  
g o e s  to  sh o w  that the earthquake o ccu rs b ecau se  o f  som e  
natural princip les, so  that there is no n ecessity  to  assum e  
o ther reasons (e .g . r e lig io u s) behind it. (a) I agree w ith  this 
statem en t, (b ) I disagree.
□  □
□  Ù
□
□  □
□
□  □
2 9 . In a paper, such as , A l-R iyadh , are you  m ore likely to  
read: (a ) the real esta te , and sto c k  m arket sections; (b) the  
sec tio n  o f  arts and exh ib itions?
30 . W ould  yo u  con sid er  it m ore im portant for your child to  
secu re  training in: (a ) religion; (b ) athletics?
□  □
□ □
y
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PART II
D IR E C T IO N S : four p o ssib le  a ttitudes or answ ers fo llo w  each o f  the fo llo w in g  situations or  
q u estion s. Arrange th ese  answ ers in the order o f  your personal p referen ce by w riting, in the  
appropriate b o x  at the right, a sco re  o f  4 , 3, 2 , or 1. T o  the statem ent y o u  prefer m ost g iv e  4 , 
to  the statem ent that is se c o n d  m ost attractive 3, and so  on.
Example: I f  this w a s  a q u estio n  and the fo llo w in g  statem ents w ere  a lternative ch o ices  you  
w o u ld  place:
4 in the b o x  i f  th is statem en t appeals to  you  m ost.
3 in the b o x  i f  this statem ent appeals to  you  second  
best.
2 in the b o x  i f  th is statem ent appeals to  y o u  third 
best
1 in the b o x  i f  th is statem ent represents your interest 
or preference least o f  all.
Y o u  m ay think o f  an sw ers that w o u ld  be preferable from  your point o f  v ie w  to  any o f  th o se  
listed. It is necessary , h o w ev er , that y o u  m ake your se lection  from  the a lternatives presented , 
and arrange all four in order o f  their desirability, g u ess in g  w h en  yo u r  preferen ces are not 
distinct. I f  y o u  find it really  im p ossib le  to  state your preference, you  m ay o m it the question . B e  
sure not to  assign  m ore that one 4 , one 3, etc. for each  question.
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1. D o  yo u  think that a g o o d  govern m en t should  aim ch iefly  at- 
{Rememher to give your first choice 4, etc.)
a) m ore aid for the p o or , sick  and old
b )th e  develop m en t o f  m anufacturing and trade
c) introducing h ighest eth ical principles into its p o lic ies  and
d) d ip lom acy
e )  estab lish ing a p o s itio n  o f  prestige  and resp ect am ong nations
2. In your opin ion , can a m an w h o  w o rk s in b u siness all the  
w e ek  best spend Friday in-
a) educating  h im se lf by reading seriou s b o o k s
b) participating in a sport co m p etitio n
c )  g o in g  to  a beautiful p lace
d)h earing  a really g o o d  serm on
3. I f  y o u  cou ld  in fluence  the educational p o lic ie s  o f  the public  
sc h o o ls  o f  so m e city , w o u ld  y o u  undertake-
a) to  prom ote  the study and participation in m usic and fine arts
b ) to  stim ulate the stu dy  o f  so c ia l problem s
c) to  provide additional laboratory facilities
d ) to  increase the practical va lue  o f  cou rses
4. D o  y o u  prefer a friend w h o -
a) is efficient, ind ustrious and o f  a practical turn o f  mind
b) is ser iou sly  in terested  in th ink ing out his attitude tow ard  
life  as a w h o le
c ) p o s se sse s  qualities o f  leadersh ip  and organising  ability
d) sh o w s artistic and em o tio n a l sensitivity
5. I f  y o u  lived  in a sm all to w n  and had m ore than en ou gh  
in com e for your n eed s, w o u ld  y o u  prefer to -
a) estab lish  a su ccessfu l b u sin ess to  assist com m ercial 
and industrial d ev e lo p m en t
b )h elp  advan ce the activ ities  o f  local relig iou s cen tres
c ) g iv e  it for the d ev e lo p m en t o f  sc ien tific  research in your locality
d) support so m e o f  the so c ia l serv ice  cen tres
6. W hen yo u  g o  to  a lecture, d o  you , as a rule, enjoy m ost-
a) issu es that treat the liv e s o f  great m en
b) issu es about the a ch iev em en ts o f  great artists
c ) issu es that have a th em e o f  hum an suffering
d) issu es that argue co n sisten tly  for so m e point o f  v iew
d
□
i
b
□
□
c
□  d
b
□
□
□
□
d
□
a
a
□
b
□
□
□
□
d
□
□
b
□
b
□
□  d 
□
R M y'Y;
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7. A ssu m in g  that y o u  are a m an w ith  the necessary  
ability, and that the salary for each  o f  the fo llo w in g  
occu p a tio n s is the sam e, w o u ld  y o u  prefer to  be a-
a) m athem atician
b) sales m anager
c ) clergym an
d) politician
8. I f  you  had the su ffic ien t leisure and m oney , w ou ld  
y o u  prefer to -
a) m ake a co lle c tio n  o f  fine scu lptures or paintings
b) establish  a cen tre  for the care and training 
o f  the feeb le-m in ded
c) aim at a senetorsh ip , or a seat in the Cabinet
d) establish  a b u sin ess or financial enterprise o f  your ow n
9. At an ev en in g  d iscu ssio n  w ith  intim ate friends, are 
you  m ore interested  w h en  y o u  talk about-
a )th e  m eaning o f  life
b) d ev e lo p m en ts in sc ien ce
c ) literature
d) socia lism  and soc ia l am elioration
10. W hich o f  the fo llo w in g  w o u ld  yo u  prefer to  do  
during part o f  your next sum m er vacation
( i f  your ability and o ther co n d itio n s w o u ld  perm it) -
a) w rite and publish an original b io lo g ica l e ssa y  or article
b) stay in so m e  sec lu d ed  part o f  the country  
w h ere  yo u  can app reciate  fine scenery
c ) enter a loca l tenn is or o ther ath letic  tournam ent
d )g e t  ex p erien ce  in so m e  n ew  line o f  bu siness
11. D o  great e x p lo its  and adventu res o f  d iscovery  
such as C o lu m b u s’s, M a g ella n ’s and Ibn B attotah  
seem  to  y o u  significant b eca u se-
a) they represent co n q u ests  by m an o ver  the difficult 
forces o f  nature
b )th ey  add to  our k n o w led g e  o f  geograp hy, 
m eteo ro lo g y , o cean ograp h y , etc.
c ) they w e ld  hum an in terests and international 
feelin gs throu gh ou t the w orld
d )th ey  contribute each  in a sm all w ay
to  an u ltim ate understand ing i f  the universe
b
□
□
□
□
d
□
d
□
b
□
b
□ d
□
□
□
d
□
» □  
□
□
: T X Y z
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12. Sh ould  o n e  gu id e o n e ’s co n d u ct accord ing  to , or d ev e lo p  o n e ’s 
c h ie f  loya lties tow ard-
a) o n e ’s relig iou s faith
b) ideals o f  beauty
c) o n e ’s occu pational organ isation  and a sso c ia tes
d) idea ls o f  charity
13 . T o  w hat exten t do the fo llo w in g  fam ou s persons interest y o u -
a) M agdi Yaqub (fam ous Arab D o c to r )
b) A b d u l-N asser  (great Arabian figure)
c )Z a k i Yam ani (form er Oil M in ister)
d )Ib n  A lK haldoon  (fa m o u s M uslim  ph ilosopher)
14. In c h o o sin g  a w ife  w o u ld  y o u  prefer a w o m a n  w h o  -
a) can a ch ieve  socia l p restige , com m an d in g  adm iration from  others
b) lik es to  help p eop le
c ) is fundam entally spiritual in her a ttitudes tow ard  life
d ) is  g ifted  a long  artistic lines
15. V iew in g  a p icture, painted  by o n e  great artist, con ta in ing  ; 
m o sq u e  o n  the top  o f  a b ig  m ountain , w o u ld  yo u  tend to  think o f  it-
a) as exp ressin g  the h igh est spiritual asp irations and em o tio n s
b )a s  on e  o f  the m ost p r ice less and irrep laceable p ictures ever painted
c ) in  relation to  the artist’s versatility  and its p lace in history
d )th e  q u in tessen ce  o f  harm ony and design □
□
□  □
d
□
□
□
□
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PART III
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1 ) From  your Poin t o f  v iew , w h ich  o f  the fo llo w in g  
resp on sib ilities should  be g iv en  m ore atten tion  by 
yo u r  orga n isa tio n ’s plans:
a) S o c ia l responsib ilities tow ard  the com m unity
b) H igh  productiv ity  and higher incom e rates
c ) P reservation  the relig iou s m oral and spiritual 
teach in gs
2 ) W hen  y o u  m eet w ith  your subordinates, w o u ld  y o u  
prefer to:
a) G iv e  them  en ou gh  tim e to  ex p ress their ideas w ith  
consideration
b) L isten  to  them  w ith o u t resp on sive  atten tion  to  
their proposa ls,
c )  M in im ize the m eetin g  tim e for tim e consu m p tion  
asp ects
3) A s a purchasing m anager, w h ich  o f  the fo llo w in g  
m achines are y o u  g o in g  to  buy (all are in the sam e  
c o st  and producing capability)
a) M ach in es that are saved  and easy to  u se  by 
w o rk ers
b) M ach in es w ith  g o o d  lo o k in g
c )  a and b to g eth er
4 ) B y  w h ich  o f  th e  fo llo w in g  p roced ures w o u ld  y o u  
prefer to  d ecrease  the high rate o f  w a ste  production:
a) G ettin g  red o f  th o se  w h o  are behind that w a ste  
and rep lace them  w ith  w ell-trained  w orkers
b) A d o p tin g  so m e  p rofessional and hum an training  
program s for such  w ork ers
c ) O ffering excep tio n a l increases in the salary o f  lo w  
w a ste  p rodu ction  w o rk ers
5) W ith  respect to  your rew ard policy , w h ich  o f  the  
fo llo w in g  app roaches w o u ld  y o u  se lec t to  reward your  
o v era c tiv e  subordinates:
a) P ay in creases and p ro m o tio n s as recogn ition
b) M o re  trust and ind ep en d en ce  in currying o u t their  
jo b s
c )  E very  o n e  is e x p ected  to  w ork  hard and noth ing  
ex cep tio n  w ill be  presented □
□
a
□  b
c
□
□
□
b
□
□
□
□
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□
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6 )  A s a m arketing m anager in your com pany w h ich  o f  the  
fo llo w in g  aim s is m ost attractive to  you:
a) G ettin g  a lead ing p o sition  in the m arket
b) G iv ing  great atten tion  to  the im provem ent o f  the  
com pany's produ cts in term s o f  appearance
c) A ccu racy , real inform ation m ust be presented  in 
the com pany's produ cts advertisem ents
7 ) A s part o f  your com pany's financial responsib ilities  
tow ard  the com m unity , to  w h ich  o f  the fo llo w in g  
a sso c ia tio n s  w o u ld  y o u  prefer to  send your financial 
support:
a) T ech n o lo g ica l and sp ec ia lized  research cen tres
b) Supporting Islam ic cen tres w or ld w id e
c )  supporting disabled ch ildren’s a sso cia tio n s
8 ) Y o u  w ork  for a fam ou s c lo th in g  com pany; w h ich  o f  
th e  fo llo w in g  a sp ects w o u ld  y o u  like your  com pany's  
adverts to  fo c u s  on:
a) E thical and con serv a tiv e  asp ects  o f  the product
b) P resenting  accurate product inform ation
c ) F ash ion  and m odernity  a sp ects  o f  the product
9 )  I f  invited , w h ich  o f  the fo llo w in g  inv itation s w o u ld  
y o u  prefer to  participate with:
a) T he loca l cham ber to  support their cam paign  in
raising liv ing standards
b) T h e annual c ity  council clean ing  w e ek
c ) T he loca l council to  v o te  for the loca l m em bers in
the co m in g  e lectio n s
10) W hen  y o u  m ake a d ec is io n  from  w h ich  o f  the  
fo llo w in g  subordinates y o u  think y o u  can g e t u sefu l 
consu ltations:
a) T he subordinate w h o  has strong Islam ic faith and 
carrying out his relig iou s duties
b) T h e subordinate w h o  has strong  relations w ith  his 
su pervisors and co llea g u es
c ) T he w ell p ro fession a lized  and ed u cated  
subordinate
□
□
* i
b
□
1
a
□
c
□
c
□
b
□
□
b
□
□
a
□
b
□
□
□
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11) Y o u  are nam ed to  g iv e  a sp eech  in the annual party o f  
you r com pany, w h ich  o f  the fo llo w in g  issu es  w o u ld  
y o u  prefer to  talk about:
a) E thical and m oral issu es o f  the com p an y  practices
b) C om pany's responsib ilities tow ard  local 
com m u nity
c ) T he current p o sitio n  o f  the com p an y  in th e  m arket 
and co m p etition  situation
12) W hich  o f  the fo llo w in g  activ ities w o u ld  y o u  c h o o se  
to  participate with:
a) Participation at a loca l cam paign to  estab lish  a 
loca l national library
b) Participation  at a local cam paign to  im prove  the  
loca l national m useu m  and preserv ing  m onum ental 
p laces
c ) Participation  at a loca l cam paign to  estab lish  an 
investm ent Islam ic bank (F ree interest).
13) A s a general m anager, w h ich  o f  the fo llo w in g  
p ersonalities w o u ld  yo u  prefer to  b e  in the lead ing  
p o s itio n s in the com pany?
a) T h e artistic-oriented  personality
b) T he relig iou s-or ien ted  personality
c )  T h e eco n o m ica l-o r ien ted  personality
14) W ou ld  y o u  like your o ffice  to  be:
a) W ell design ed  and decorated
b) R ationally  d esign ed  and equipped
c) A s luxury as p o ssib le  to  reflect the im portance o f  
you r jo b  to  external parties
□
□
□
□
□
□
□
b
□
a
□
□
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15) Y ou r com p an y  has recen tly  d ec id ed  to  stop  
p roducing on e  o f  its products. W hich  o f  the fo llo w in g  
p rodu cts w o u ld  y o u  p ro p o se  to  be stopped:
a) T he product w h ich  requires high investm ent in 
raw  m aterials
b) T he o ld est-fa sh io n  product
c) T he anti-relig iou s instructions product
16) A ssu m in g  sim ilarity in the salary, y o u  have received  
different o ffers from  d ifferent international bu sin ess  
organ iza tions lo ca ted  w o rld w id e . W ould  y o u  a ccep t the  
offer  that enables y o u  to  w ork  in a com p an y  w here:
a) Its nam e is internationally  w e ll k n ow n
b) Its lo ca tio n  is d istin ctive  ( lo ca ted  in an 
international capital)
c) Y o u  can m eet so m e  o f  your  personal n eed s (se lf ­
esteem , se lf-actu a liza tion )
17) W ould  y o u  like you r  com pany's n ew  branch to  be:
a) In a d em ocratic  country  w h ere  the political 
situation is stab le
b) In a country w h ere  the labour co st is lo w  in order  
to  gain  higher profit rates
c) In the country hom e
18) B e fo re  m aking yo u r  d ec is io n  to  punish  o n e  o f  your  
subordinates for any reason , w o u ld  y o u  prefer to:
a) L isten  to  his point o f  v ie w  and let him  exp ress his 
opin ion
b) L isten  to  his c o -w o rk er s  on ly  and that is en ou gh
c) G o  to  the field  to  m ake sure and ask  for  
inform ation from  P erson nel D epartm ent
b □  
□
b
□
□
□
c
□
b
□
□
□
b
□ □
□
i l l 0 # # 1 g %
3 1 8
ÂjlrrVl ) ôjüü) 3jür^^ 1^?"j3l /  ÔiU-^
j5 ü J i ^  a^ u ii
: J j S l i  J i > J l
Ç JTytJt disLfej yJ> l»
L$y\ jISa
CUyJLil CUUA'
ji-^ ji>^ ji^ il
Jlil Quibjll
yA\ v3U 
pWl
jjaii
jiUJl
: ^ W l  J i J * J l  
ùy uM
jiTî -  û, r i  -  r . Y'I -  M
: e— M\ J i j J i  
. . .  Aip cJU&y- JajIi Ja
ôljjïTi A*jÜrl ibjjUJl JjjJliil q a  J3Î
: j l l  J lJ , .J l
? LLil^ JLw 4^S>
^ ( - T . Y*! “ t * *1-0
: ^ \ i - \  J l> Jl 
9 ÂS'j-iJl JpLtj jA U
lAjTil j:r-l LUlAJUf- jwiXîj j-Uj û^bj Ju
9 ÂS'jjjl J  ilj;^jil iJLP
— Y 0 * * Y £ ‘\ ‘\ -   ^ .  ^ * .  ^yi J ï î
3 1 9
Arabie Questionnaire
J jSl' «■
( > ) i»lp Üi-iî
J A  j L ÿ ' j l  ^  j W  ^  J A  I s - ^  f . j ^ \  \ j j i
OjSo ILwS!) «ÛA ^ ;a*j .Â^Si ÂÂlù: jjj aij viU L _ J b  ÂjjUia JjijJt «ôa joj ai .1^  
_^ylp JslÂj ^  J Jij—U Â.AA'nl' islUi klL* ^jTji *i j'
:JÜlT
; JWt Jlill j  dlii jJ
m
0
0
0
0
0
LS-  ^L?Y J^3 (') JjSl' ^  bi. ^
1—^  h\Âj ^  (î) jiuj\ (V) a'i^ ' 
s—=^ .j — âJ' y  (y) JiAl' J -^ ï^
•Ji'b J^ tâS.1 Jr^ -b L^J bUi
j»Y y-J (V) sf' cT^' ':!.Y
j<lJ\ JliLi ^jSs- ù (') JdbJi
Û-^ ^— i (!) b i.r
 ^ kâ; (V )  J—rt-Vy ûi :kâ' (?) J jjJ \ (s-»)
(?) L  i ^ ?  Âf J d j  (O ) ^  J ï i y  b\. i
Jaiâ «by-y AlaÂj (?) JjjJ\j JçJaii (o) JjJlJi Ji>-L-j
\ kûjjff Jsrÿ <ü? UIp . t-j^\ 'ÙA aIl-p? J^s- iibr^l J  (JjLJi Jlil\ ^U) ^ y^^ ? bL» y :
. ÂÂiL-Jt 4_yL^_)sJ\ Xêjjiai\ jjp *-J^ ' '4a
3 2 0
□  □
□  ' □
j — A ^ J P j i ù \  d \  J f f  j i À j  : )
: 4 )j—^ y  4 i^ LJjjST'
*iJ (S4) ^  (?)
y):Si ^ y O \_ !  jC j— OTÿ U  4ÏS.1 y
3'-----*i' y  y  v ’jEoî y  AJÎyJi y-AÂij
1i (w) ^  (t) : ^ j j y  4JU:)!i
: J\ |»a—43 J jiS'î j*aL-i 4JW1 y  3 ? : 
4Â..ÜJ' (ta) (')
□  : □
□  □
□
□  : □
□
□  □
caL_S*j 4 Â-âl^ i ôjaâlt bUaj üî yjsài ;
bJ—J J--- ,aa (1) : ü^  ôî Jbaij Jjs 4Jly Layiî(
cÀky (ta)
(fk—tA j»_ jf \  J b f î  ^ j )  $ .L jâ * J l j y L â l l  ù î  a i i * 3  J a  :
(V )  (') : ûy^ ' J
h j  -~d ,l L—Jb 4 ^ î  jS's jçAj L-»ijaJi y  3 ' :
4 .^al\ (ta) o i^ b j i  (?) : ^ U ?
lla.îa^  ù? ij3  J 4^? J^\ LîbJl jj^Sî' j a  3 ? : Wy
\^—«as*5!l (?) ; 4—Jtli J  aa ïalilij f.l^jj\ b&
(ta) tjlaASî' ij 4-Lo*Î\ ^ ‘bJb
b l — U * J  4i*>W l b i l â  t b L ^ b l l  ( J - ^ y  JiS- : A y
( t - ^ ‘  ^ ^ J j J  (?) t a  /S '?  ^  j? / L a ,  J a
^ ta U /  ÂS'jLidl 4 P /a r l  j J b  5 /  ( ta )  J-LFl ^ b /
J b k l
R X
321
□  □
□  □
□ □
□ □
□  i □
□  □
□  □
□  , □
;r#- T X . i:
4—— j^ \ Lg—il aiï*î 4_-A?biJ\ oU-~!i y  31 :
LitUllj (ta) 4JLJ1 (?)
4-----jjjj-jali ôjUiJi ibLaJj y a b r  à La? ibL? Jfi /3 '  : ^
(ta )  ta a S y  / - b l l  (?) ; ù? JaaàJ J a cLj M \
«.b/jül J? f r U ^ l
4— JlJ\ y  3 ? cÂyaall bii*-'/  JaP : \
fri— jL*jl S 3jbàj 4aa JàPly (?) : /S'? iJjJLa
(* -^ S y  J y J l  J ' / - '  j f -  j l> ?  (ta )
: / —S'? /  S'/ J  ? J a y U J l  J i / J \  Lb- J  : ) Y^a
4-pJ i.üi 4 C' fljiLa ta y i /  (?)
4 y  JjSl /i*J Lxtlf- 4 j ^  (ta)
/ —S'? /? = — J J ------ a «WæÜ jLn—il bU y-a wLP : \
J  ILJr-i tjjL-jli / S ' / l l  / »  âaL*)i J  ^ /b i - b  
*5Î (y) (*Jb (?) : Il
ù? Jbaisî J a  tvJlS^i ^ 1  / I l  b J j  bbaJ ô? y / i l  : \ £ /
4al il L jb ^ l b b lj^ a  i j j^ l  4 ^  (?) : J  4/aâî
4/Ui?r*^i j5' 1 Jkl Uf ? (J 3jy)-l Ja*iJ ^^Wi (ta)
y b F i J*—û3i â jb j a /  J a y j U l i  a ^ S  b b jb j  a ^  ; ) O /  
4—-UjJi « / — :rSi jt—i  (ta ) «ajaJri ta b cA i (?) _ j
(ÿv>â j!
â_aUJl ta babil 3 “b^l j/a 4 - 4-a / I l  tbU tasxJl làl : ) 1 /  
y  J—'ta (ta ) ^ U a r l  âjaj j? ÿ ü a  (?) : J b a i a  J a
4iaJrl ù/à i)
322
□ □
□  □
□  □
□  □
□  □
Ii  !  !
□
□  □
□
R :5 : 111 z
: ü j_ _ ^  ôî t_— si y U - i  L i j  J  a^rt—il v_îajs ù\ : \ V /
->y y.— J  (')ùl
«al^b (ta)
CJl— S'j tla t ) l ^  (J jUàa'jl t-i/  a y î (J tâ S ' làl : )
i Ltf ( ta )  LUp S i/ (I) : J a s i—, J a  «, ù b K  2iLA
( 5La j/La) M
ï - j j l ia  (?) : y  C ly b £  51—L J ù? a /  J a : >
A / S | l  4__aj^l-l J —a J  S' ^ à / t J  lalll U1 jil
jlbJl (J Âa^ia^l 5/ ï-a!i ( ta )  iJ lk j jJ l j
: ($ J«“! ÿ - 0 b  j»A? jç*j âJlJi y S l i  y  3? :  ^ • y
/ab x iJ lj ÇtUJi ClPl/b-*ÿlj C l j l / ^ l )  ^UaA*;il (I)
La— taSH J  ÂS'jl Lil ^  jà y tJ l ( ta )  I l ^ a lil
y b i l  y b t i* l |l  âapl—aj A/Ukis^Ml
ù? Jaa ij J a  frUJâ*Jl yx»  c ij ls i)  y  5«.lyîi aaP : Y 1 /
J — fi aJbi J? ta lk b i j j i  ytP  (?) : c i j l ^ i  y  ?ÿ  
ô j a l P ^ l  j? (.L a  y l  (ta)aJ_)Jl
JbJlJ  y LaaJl Jbr' J labbl jjla J l ysu J a  ; Y T /
J Lg_aa lj>JaJ /_ r?  Ù^ l 5jl ül-l ù? JLp y /
M ( ta )  / c  (?) : j i ÿ y \  J ia  iL L J l  C U ^ I
ù? y  1 / i l —,J Â/LuoJi c U k d i  3 Jb-| J  C t /  làl : Y T /  
4—(üi-j (?) : (J J — «xi ù? J d i  J a  J>-aJi
Ljiai 4àJ9J ( ta )  4jjlb—.1
323
□  □
□  □
□ □
□  □
□  □
□ □
R - T  ' l i l i
ûyi — y  3 '  ‘ / J  y b S ' j f i  y  C j J t  b j  : Y i y  
J  y?'—-)!' J— (?) : y ?  JbaLa yJbJi 
A^ LJiI ij ylaaJl (Ç ) 4^1*ll
p!— C&'il (?) j y ?  jb c  ia o H l C b v & y i J a  : Y
y — J  j>T '^ j y i '  (ta) j _ y  c y i
JL-i^l ^jLJ\
b>iJ----- J  5J^LJb blLa j i  J  bJLi? y  y  : Y " \ ^
0 * i | j  xa jaJûè- (?) : J  y  L a  Ü? Jaaàj J a  c jo b '
ià \^ \  j^i jp y  y  13? j\  y  yü i(ç ) l l 4  1
(?) : j — f- Lab C l  y  lb 51—L . o? J c iJ  J a  : Y
J l AP? ( ta )  blÂÎaaa J  A-PUj;^* !^ 5aJjLl JaP
j jy b d l  y iU ^ I
C J _ _ x b  c a b  J j '^ j l i  Ù? y p  JJ 'ja li jC J  : Y A /
j  J ,— ^ itU  5 j j j_ _ a ?  2)La <b?j Âx_JaJl Ja ly  
ÿ j '  (V )  ÿ j '  (!) ( ^  ^ A )  t b y !  taUa?
y ?  j T /  J a V j J i  tln -^J i l l ( . i /  a^p : Y 5 /
* y  I LyuLall ( t a )  5 jaLaJ*il LyuLall (?) y p
J — ayL3 j? Ll—bikJ J ----- iai^l y  43? OlxJ J a : T . y
t;— _;LJ| ( t a )  ^yaaJl Ji J d l  (? )_ , J i - ...oÜ
3 2 4
(Y) Lab Lie?
L__»br^ \ 3— «J Je> . Lilsb ObbrI ^j? 1 ^  y  L ie Si' y  L p /b  y p  3 / b  ^y-' '*1a y ?
J — üâ? lb ?—J iJeb  LxjjS' J j ' j J '  y p  Jfbà ) t J ' j a  JS3 .L ib J ' L L y j' y  Uli cLLb l y p  
JbL -j y J a i j  j b b  L y ^ t t j  4Jj t^JJ' J j a J ' j  j?b j Ib b  4 jj 3> li'j -IflLj ^ j ?  J j j j  
.L iL J ' L âjy ^ y j i  Jl^l' .iaiâ 4kij L y i JiSl'
a'jl' J i-i JjIOj Jic LJlJi y j r ' j  J ' / J i  y  \1a L)? J p f h
g  : I j,ü3^j? àbÇ,
! ! ! !
; ! : I j,ü3 à b U  Ly? J i ^ '  J j j j '  -Y
ydaïj lb  La 4-1 —T
5J4»-'j  Lkdj l b  La L y i y j '  J j j J '  — £
; JÜ1 ^ ty s /J ' t_— y  J  Jaââ LûjL-J' Lâjy j \  ^ U b  O y L a  JJ-1 0 | y ?
LbS" s-br '^ ^  laS^j T ÿ j) ' ^ yi Ji*îl' JjlJ' s-ÜaP) ^ £ lb  La y  Si' J ilJ ' — \
y-b jsC] jjiLi' «jy •^ '
jsJb ^br j î '  kj/bc;i' J j j J b  LcbJ-' 4yS l' L^^ji tbUb tJ ,j«J ti lu i  ü^ j la L b  —Y
. LjbrJ O jJj J 'J —Jl 23/
y b j j  jtlkpl j $ j :  V j L I—L a  Ùy U a  Libr)!' OS LrjL jl y j j  o y j j  i-UaPl pLP y  aS'lJl frbrji' —T
.ÂATjlJi
325
□□
□ □c
□  I I
□
□
! □
: —! y l  Jy t)î J-iaàSl' y  aj' Ah»j Ja :  ^^
j j j l  j  i f j  t l jÂÂi\ S a frL a  (Î) 
â jü r L l j  Â PLail jij^ j  5 _ c  ( t J )
Â aÇ ji WVaUj j  v *>L-^ I ^ablb (^)
j P S !' J j a J '  ^  â - e -  O lâ V x t I b b y - ' j l  ( J )
J U p S ' J j!-J J-LàSll, / 4ii J a  l y  : T^w
: J  <u3r' f Ji ya«i o' J i y  Jy -iil
Ç Ju tj' t a ^ l  it.\y>_ d—Ài C â S  d i j b  (I) 
d - à b j '  tabtlS' y ax i C j b f  ( a )
J-3r JlSU J ] a lA ill j i  j / i J I  y  _jl*A b !  4 jb j  (^ )
/jjl frUb bS d-jj flyb j! (:)
□ □
□
□
□
□
□
□
□
□
□ □
1 1  ^ C
: 1
i 9
1
R ;s ,: ;T. . ; X Y ■ Z
à b b a  J a  d—iL-i y p  joÜl disPÜaab t>lS" 'jj ; ' f  y
; ;  UP "ill J
dTjuiij (Vid (t—f )  0 y  ' d_v'/ ij/cj (i) 
d_PLar*iil 0*ülll J  da ijjl J /C b  (ta) 
LijJr '^ Lyil â/drS' j»Upa*5|i (^ ) 
d-jjOil Jtyj yJaJi çü r' by>~* (b)
dJLl bjy  jà  jiJ-dîJ' JOsà' J a : 
dJuxS' d-Ü*i' jà  a b '  (')
i  y  d z r j l  4 y - '  J  di'OAÎ J â r c u  f  j i b  ( a )  
4-Lar d_*JâOj 4j5Li Obr' dllC  (^ )  
tÀAy jy-ij d/ ok- ji (:)
a^"
b* ( j y j  tiibPJj âjL-aJ' oo ll J f  ' j  y~*J d "  'ij ; O y  
: p— POî ù( Jasiir J a  . tlL'brÇ-' J—1 
3_)b â\âb dkjOd J  d-Pb-flJ' J djjb%J' d -d ' (?)
(D L . O T y j(  l y P )  d a l l  O t x J r '  d k j t j i  ( a )
LLj-b* J  y * J ' tL d l f y  (^) 
d-P\a»r*i|l O U Ji-' y i y  (: )
; JjU=J 4y s b l  y f î  j / a J  J a :
tUSàxll Jbr f  4y- y  4jyg (?)
fr'ohwl' ^Jtdb-jj' Ob^b—AJ Jb»p' (C )
4jüiJl J j l l  yaxi J  ^ y i j  / I l  (^)
d-dlnjl O b j U l  ya*j dyta Cbjl (5)
326
□
□ □
□
□
r □
□
□
□
□
□
□
□
□
□
□
□ □
□
□
R ■Wi "W] WB
jL—A JPjJlj djykil âjollj âtliSJl tbljjJ j> / yâl : 
; Oj f j  jl J-cÀa Ja .êJlly  d—Jv
y jL »  (!)
O U _ A  y_Xt ( t a )  
( ‘1a  s _ J a P )  y i  J d r j  ( ^ )  
v y -W - t à k y  ( : )
Jja iJ J a  dlîbrU?-' J / i  kgtÜl t3\S3\ Jd l t i l l  OIS” là) : A /
ddà d_j O b -J  tk j l  (î) 
triyll 1>J y y  tici (y)  
tilaJA J  djjb^ ll diyjl djyal tiL~dj yi diî- (^) 
d j j b  d— 1/  â j k )  J  tU iJ)  (5 )
d-iila py  J a  tillâual J3*j ^  dJUJ.1 tjltUUl Ufl J  : 
aÜ-l jjJA (!) 
y O l l  j / d l  ( t a )  
d_,yi Okyey (^ ) 
l y l a )  J  I P d r ' j t  j j y ü l  (5 )
d__4jUil d_— iÇ aJt t i i _ î j b r ]  ftLaâ ^ y î  ti-S "  : \  » y
: ( 2 '» -b  L l j J j j  t i l / a â  OÎ J p i y i i  ^ )
"Vr y p  ^>ây / J j  ILS" (') 
l o i  J  (L55U ) J y a j  J j r  ü lS L  J l  t y J J l  ( y )  
d C b J l  O Ç b d l  ^ j d - l  J  11y i - i l  ( ^ )  
â j b l i  L?-! j  âajO sr a y -  t a b — S"l (5 )
Ja yi-bS0 J.I Jax ^—! (»lâ ^1 OIyUll Ja : ) ) y
: ^ — iSl i* U  JÇM d l j o j  yl 4 t)% rb »  4 y y iy  
dyJajl Oby-ll y  / Jb OL-j^JI y— 1 j»lâ OljlPI JiC (!) 
taüfl-il 4dj_J-l JlyS' 4LilyLl y b  3  diyA tl-ibàl (ta)
J,— !l*il ê l b  J  j b - J ) | l  o b r - l y l  — P (^)
ù_yj ydbwSl yj l  j  dlb_b 4J / l a  / A  Jf (:)
3 2 7
c □  
□
□
□
I
□
□
□□
□
□□ □
□
□
I-Pl# 0 T g# Mm z
Ja I /J i d f J a  j —P j î  t a / j  OÎ y w d l  ^ l .-,...,i : '  T y
: l y  Ây-j y  dJplà yS*! idJÜi 
<^1 v/.i' L)byi é ÿ  (i)
dall dJljJiïj dïUbl (%a)
J»*!' J  at'ldjj dip d*^ (^)
dJjJ-lj dJlaJ)!l djbalpl (i)
: yS”! yjJj tli— jbnPj jÿU dJÜI tlfSl y  : \ T'y
C / M  L - b  jyS"Il (i) 
y=ül OP  Jur J \  (ta)
3k  ^  j  43>î y j j l  ( jr  ) 
j j l b  yl jilllj USyJ-àil (2)
: IrjJb l a y  ùi J d ' J a  ^ Ijjl J  dilPj ap  : ) i y
Jar / b e l  t5/ — P. (!)
y y P ’Ül âaPLa J] J J  (ta) 
day tZdkbi tiiià (^) 
aa_sr L à  tel y  tjai à (:)
c-l J Jar Là / p  /  CtaA âjya J  y a b  UJ P  : T « y
; / — il / p  âjyAÜ j L a  J a , y;/bil y*b-Jl
dJP da-jjj day ^ yrab-i /  y"' (i)
d J b à l  â j a  y _ J  djy lP  â j y a  : y f  l / _ i î  ( t a )
4ïPl/J LPjbîl j»L-Jl dilSa jP  yM (^)
J r J r J  o J r l  J a b U  "jlA  ( : )
328
dlUp jW  Lid!
: J -J - i o l i l—ijl
Îixdl Â la^i y  4Py b  / p  t^yS: ijJr-l lift t g j l ' j  JjSfi s ji-' L a i  J p  4jbr-)Jb uJUuâl JLp I / c  /  / 3 l  / (  
.JJljj /P  tSy  ^Pjll 'à* Lai y  Jija jy .lilLoP (j liJ/rly LUl jy'il y s * ~ i
: JllT %Wi JJlaJi Jp lUJ Ca Lu i^ y  Jija JS3
. (y-ilsil f-jA-l) JjbJl t jJrl J JLl Â Â j J o  ^ y i -  ^  
L d ^ l  J  4_ J u  3JÜI JjjJl J  (Iki ctl) 1  yJk3 t-a. e /  jvTi dU 4- J U  /S/I Ji/Jl Lbb L /  ~Y
. (5elj 2J3Â)) 4/1 J5*l|l (Ji-bJlj (tiylaij) JSi e /
J— S3 JjUil ^ J l  J b k  t/SLa e j l i . I l l  C a  4x*i,2 %Wi JiçU  5ik*ii 0 / j l i  o j3  d /  iOSaj - r
. Ilia {»Jxd jA US' JjJj
yl— aJi «/I ij US' 4-i— laJ L_;l?-)/l O j L a  Ij^J —  £
329
□ □ c□
c□ □□
□
è  °
□
c□
à  °
□
□
K # 0 # g # î i i i 0 # # 0
JiP. ùi / a  dJWl ;/S|l y  t^ î IJù i y r j  y  : >y 
: L jl dl'fth'.d üaPj OUiba U^Pb
(êilji J ij-li JyT)Jb' oiPj yéo (!)
L e /  4/j 0*ila*A ÿâP Jr-i y  dJuJl Âa-bi)|' (a) 
l(— "lecAj dS"/Jl Olajk J  dÿlpSij dall pJkJl «Iplj A  (^ )
: o! by Ja dl-ajy ^  Ujlp 
/jjT y  jd j  JiSJl CJjl /  ^  (!) 
/ J ü n  J ë a  ^ UiA*i|l 0jb ^ — i 2/a' (a) 
J a l l  â i j  J p  l u l l  Je-Î y  2^Ue*ll' C jj  yS=P (^ )^
r /
J P  jynia dJÜI C-j^l y  3 ! C b /d U  IyX. dii! y / l  : f y
: yf! dbb%Pl
yidbJl dJaaly /«IJetal XP  bUÎ /"S/l CjS|l (!)
xJrI /aoJlj JSXJI Olà Cy^l (a) 
l*A a  J î (2))
tl—lî! tpJbül d_a 2_Hj’ y  X__exi! ^,=a tdlaS/l y  3 ! : £ y
d_5rbi)!l c U U l l
y . y - \  /'xp-'j dlSLiii j  y-aii :i jS' y  ^ aUJi (!) 
diSLxll J  y .,.—-.Il JIJSJ dJbalj d_/4 dajX  ^ l y  blXPt (a) 
dJUji d-e-bà)|l (3jb yUiàSit ta'jJ J  dJUüal d b b j  ^ A  (^)
jbeta dJWl dlaS/l y  t?! 4 jà'yll L ç j  d— Jb : 8y  
: y b U - l  ù a j J J l  âiàlS l 
O Ç J y J l  jaj Ç l J  J  âbbj (!)
/U P !  jlPJ j  dJ*Aialj yS"! diî / e a  (a) 
jp; JaAJ OÎ bJ  JS" y  / y j  xSî dJUtal bly - a  jiP (^)
3 3 0
□ □ c□
□
□
□
c□ □
□ □ c□
E # # # T # 1 011 z
jç*> iJbJl CUaSI' y  4 J j y - L  yXttS" : \ y  
; dÜ LJb Â/i yTi 
(jyji J  tPbbàj > e  / y  ÿâP (!) 
yjllt 4*L-J| jJ^dJ j $ \  ^ UzAl tlpj (C) 
dS"/Ül cu^bj J  d/lJlj dâli 3 ÿ
j — J"' t/ t?' 4 ,x/:l 8 IP dJlil df/Jl d J / - A  y  & j— : V y  
: d is " / ,  / X  W, j î  J d  dJÜl 
L a_aP ull L J l l  C y / l  J ' l y ( i )  
( O l / J l  I jàP  dPUetS”) L«bLa)|l jS"I J l  ( a )  
/ y i l  J U lS / l  CUÆ-J  J " l y  ( ^ )
d P / e J l  y  3I i d iy  J l  «blil d S " / i  p^X»-)/ yX /"  : A y
: d ll '  / -  OU*>bl /J p  J ' y  4ji b y  dJWl 
j/aJJ dadilj d-â*AP*ïJl t / l  Jri (î) 
dp yLdil ^dJl y  deaw ?j d ijj  OUJjt» jCJl ( a )  
j /d l J  4 /X n J lj dà J l  t / l y r  (jr )
01 / J l  y  3 S  4 d L P  J"ly y  O l / b  d ) U  tO/j : i y
: U  lUta-jl J  /Ti t é j  dJÜI d,T)Wl
jUaSjl 2 U^jjI y  OtÜ l/l3' / J  djjb/l dây)l dS'jlO» (!)
3 / J l  dâüàjl ^ yai / b  J  djXlJl dfjldA (a) 
4/-eî iPjlî J y  ^ U e b J  MjUji dà/Ji y  â/b (^)
ddl— A 01 jl J  ilPI (j d L a J y  Ja*j 5jLita*j l/J U X P  : I * y
: j / a X  j! by cJJl cajjl y /!
dj/il daJl OUlP*il 3 /  (!)
/ — 'bbj djjl Olâ ^ t  3 jb (ty)
dJbJl dàUJlj âjbjl s3jb (^)
331
□ □c□
□
c□
□□
R I I # l i l l i l : |||| z
Jl J i l i  J  L i r  cUJ*i J ;L P I ^ : n y  
: Â / i  /S '!  4 j ‘\ 3 y  aJbil d p j à  J l  y  3 '
ST/Jl Âkdji L /  J diVcPSi d l  J-l (î)
2/Srl «IP dS"jdJi d J / A  (a) 
d— iull ijya 3  Jb"l dS*/Jl 2*y  (2^ )
: dJbJl jySll y, y  1 "/Jl dJ Xry /  J' 2/^' L*al {»al' ùi :y làU : > Y y
d/sj L S a  tUJI J  dS'jldll (i)
1 jSi' uSlJ ^ J l  t é J .1 y j ü  J  dS"jL/l (a) 
yLdIxU daL »  jU ab  djljdjl b lJ l Jtàyi dJjW  dyS^ tldJI j  dS"jldJ.1 (2^)
Jàaiï dJbJl daapajl y  3I I dS'/JJ yJUS” ; \ T y
: dT/Jl J  IbUll 2*1 Jl Jxdl / !  
dj'.âJl (Jyll âilà d— aeidJl (I) 
daJl J / I  d à  d-™ûexdjl (a)
IbLeg'llI J / l  Olb d— aeaJl
; d i / U  j / j  oi by  J a  : T £ y  
djj d J  o u j j  Ç r  / a a  Jb (i)
Jÿx. / P j  /asJ Jb (a)
/Jl fUÎ diüsJl d/>! ^ / J J  LlPûJl y  dsrjb J p  (2_)
332
__ASÜ
□□
□
1□
Ù
□□
□□
□
□
E m g 0 0 g g g z
lObtull ^ _)l^  klLf jt> Jo^xsl UJ^  ; )
: ‘ÙÏJ ji ^yâJ iJlsil 0\:»tdbl
j  jUii-.\ k-J&u S^-i5\ d^>\ (i)
(«-«kvaJt ji gjd.1 (s^ )
4-j Jt ^  aJlP IptjOj ^UiJ  ^»^à3l gidi ( )^
5jyI j > j i S ' ^  i. ^ jUi* J>Jl ji vJ 1^ Oi ^
: diS 4—-JV J-lai' 4ii Jiau 
Jyy (•—' o\j aTyi jioiii yjyJi (!)
(4^ lt <U_^lP (j) ykZa Olj à S ^  ^ wliil y ? ( i - ^ )  
(dijjbi oiji}  i\è-\ J diJ‘>Ui^ \r) viL'ij yisi ij-ki-j ^1 aryJi ( )^
; a r j d J J  J j j J r l  ^jii\ ^ y i  j j S l  0 Î  y  j j !  ; \  Y _ y
J  j  ( ! )
J auip o^j! ijj yiyi aiy J (<_^) 
fS' af jdJi ji| ^  j  (^ )
U I-.....-I d j^ jy »  ajlAC jiy U  J-* :  ^A ^
; Jjaii Ja
O jJii 4 ^ j  ^ U —J  a ^ t ^ i  a ^ y J i  a t iJ a P j ( i )  
bw üaji-i 4iij i_ai)jii »^LP ^  d^Wi (vy)
<d^ -iji J_p- a^ \^ t ouy*ii 4L»p ajtj^ @jbj ( )^
Â-jijoJt Ujjjy jj CZI 
: ù \ yj»Jl
(T
àj'Sjij  dill Â3-JJ *^>LJlj I
l*y*Ji L_Â.LLil i^Lr-Ul
333
SCORE SHEETS EOR THE STUD Y 
OF PERSONAL <6 MANAGERIAL VALUES
Theoretical
Parti 
Page 3
Page 4
(Y)(R) (T) (X)
m m m
Page 5 m
Page 6
Part 2 
Page $
Page 9
(Y) (T) (X)( R )
m
Page 10
240Total
Part 3 
Page 12 R S T X Y Z 30
Page 13 Z Y X T S R 30
Page 14 X Y Z R S T 24
Page 15 T S R Z Y X 24
Total tos
334
Appendix F: The First Follow-up Letter
Date
Address
Tel:
Dear Sir,
GOD’S PEACE AND MERCY BE WITH YOU
About three weeks ago, we sent you a questionnaire seeking information related 
to managers’ values in Saudi Arabia, Your participation in this matter is very 
important because your company is one of the most successful and important 
companies in S.A.
If you have already completed and sent the questionnaire, thank you very much 
thank for doing so and please ignore this letter. If not, may we ask you to do so 
today.
Accept our best wishes and thanks very much for your co-operation and 
participation in the completion of this important study.
Abdullatif Alnaeem Prof. Mo Malek
Researcher Professor of Management
Imam University University of St. Andrews
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Appendix G: The Second Follow-up Letter
Date
Address
Tel:
Dear Sir,
GOD’S PEACE AND MERCY BE WITH YOU
About five weeks ago, we sent you a questionnaire seeking information related 
to managers’ values in Saudi Arabia. Your participation in this matter is very 
important because your company is one of the most successful and important 
companies in S.A.
If you have already completed and sent the questionnaire, thank you very 
much for doing so and please ignore this letter. If not, may we ask you to do so 
today.
We would like to remind you that the completion and the success of this study 
is based upon your participation and your contribution. Thus, you are one of the main 
factors upon which the success of this study based.
We apologise for causing any inconvenience. Accept our best wishes and 
thanks very much for your help in the completion of this considerable study.
Abdullatif Alnaeem Prof. Mo Malek
Researcher Professor of Management
Imam University University of St. Andrews
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Appendix H: The Permanent Committee for Research and 
Ifta’a Ruling on Software Piracy
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